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ABSTRACT

Superintendents, human resources personnel, and principals are under immense pressure
to ensure that their students perform well on standardized tests due to school accountability and
school grades. This pressure is magnified for principals who are leaders of high poverty, high
minority, Title I schools. These principals are constantly trying to hire quality teachers to meet
the needs of their students. Researchers agree that the most important decision a principal must
make is who to hire (e.g., Peterson, 2002; Rothman, 2004). Quality hires help schools move their
students toward academic success.
This study examined how a human resource (HR) partner worked to improve his
practices and HR processes in helping Title I school principals fill their teaching vacancies. This
was a process evaluation which investigated district procedures that were followed and actions
taken to support principals with their hiring of instructional staff in high-poverty, Title I schools,
in which 90% or more of the students received free or reduced priced lunch.
Three new strategies were discussed and analyzed after a thorough examination of district
procedures and my practices. One was developed by a consultant who worked with the district. It
required human resource and other district personnel to vet new applicants who applied to the
district. It was a great strategy but was difficult to implement due to some of the key personnel
not being in one location all day. The next strategy was connecting new applicants to the school
sites in which they were applying. This strategy was successful. Schools were able to fill some
of their vacant positions. Third, interns who had not met all of their graduation requirements
were allowed to be hired as substitute teachers at a school site and be in a classroom that would
vi

be theirs once they graduated. This worked really well. It was good for the intern, the students
and the school. The intern gained a job. The students and the schools had a soon to be qualified
teacher.

vii

CHAPTER ONE:
INTRODUCTION

Principals at high-poverty schools face many challenges. For example, they must observe
teachers and support teachers, deal with facilities issues, work with parents and social agencies,
attend district meetings, and conduct staff and community meetings. However, the most
important responsibility a principal has is to hire high quality teachers. Mason and Schroeder
(2010) shared the following:
Without question, the single most important task of a principal is to hire highly qualified,
exceptional staff. Crucial hiring can increase academic growth of students and accelerate
change in the culture and dynamics of a school. A poor hiring decision can result
in declining school culture and problems for years to come. (p. 186)
Selecting high-quality teachers is vital for schools to be successful academically and culturally.
Human resource departments and principals around the country seek quality candidates to fill
vacant positions at their schools, often competing with one another, both across and within
school districts.
Background of the Study
Hillsborough County Public Schools (HCPS) is the eighth largest school district in the
nation. Presently, there are 142 elementary schools, 43 middle schools, 27 high schools, 5 K-8
schools, 4 career centers, 49 charter schools, and several career, technical and adult education
schools. Over 60% of the nearly 218,000 students receive free or reduced priced lunch

1

(Hillsborough County Public Schools, 2018). The district is in the fourth largest urban area in
the state of Florida.
HCPS has a superintendent who administers the entire school district. However, because
the school district is so large, it is divided into five areas with an area superintendent supervising
the schools in each area. In addition, in 2019 there were 50 schools labeled “Achievement
Schools” that had an area superintendent and area coaches over them. These schools were either
being monitored by the Florida Department of Education because of their school grades or were
being monitored by the district to ensure their school grade did not drop.
I became an HR partner with my school district in February of 2014. Finding quality
teachers was a challenge for the principals, and for me, because there were times when they had
vacancies for which no one was applying or that did not attract the quality of teacher desired.
As a district employee, my goal was to improve what I did to support schools in their
hiring of high-quality teachers in high need schools. As Arnold Glasow (2018) wrote,
“Improvement begins with I,” and I wanted to do what I did better. The focus of this process
evaluation was to examine the hiring process and my practices could be improved to better
support hiring of high-quality teachers in high need schools.
Statement of the Problem
My past practice was to search through our applicant database system and identify
applicants who had the right certification for the vacant position at the school I was assisting.
Then, I called the applicant, waited for the return call, and, once we talked, decided if I was
going to send their credentials to the school. Sometimes the applicants told me they were not
interested in the position for various reasons, such as they wanted something closer to home,
were not interested in working in a high-poverty school, or had been hired somewhere else.
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This process was very long, tedious and inefficient. At the same time, recruitment and
teacher placement was a critical factor in school improvement in high-poverty settings, and the
most successful schools “used all the resources and ingenuity available to attract qualified
applicants for vacancies or to develop the personnel they had in the district or the school”
(Kannapel & Clements, 2005, p. 3).
Purpose of the Study
This study examined how a human resource (HR) partner worked to improve his
practices and HR processes in helping Title I school principals fill their teaching vacancies. This
was a process evaluation which investigated district procedures that I followed and actions I took
to support principals with their hiring of instructional staff in high-poverty, Title I schools, in
which 90% or more of the students received free or reduced priced lunch. Although there were
high schools which faced similar challenges, there were no high schools assigned to me. My
intention was to inform HR processes and improve my practices, looking for “all of the resources
and ingenuity available” (Kannapel & Clements, 2005, p. 3) to secure qualified teachers for these
schools.
Conceptual Framework
Figure 1 is a graphic representation of my understanding of the concepts underlying the
study. The framework served as a tool in my examination of the state of HR practices in the
district and in my HR practices, helping me to understand what guided, or could guide, HR
support for principals trying to fill teacher vacancies in Title I schools. The framework also
guided my analysis of the data collected for this study (e.g., Jabareen, 2009).
Principals, especially those in turnaround schools, know the importance of having
teachers who can accelerate their students’ progress. Teachers in high-needs, turnaround schools
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are directly responsible for addressing the needs of students. They work hard to build on and fill
the academic gaps that their students demonstrate (Pappano, 2010).

Principals in Title I Schools Trying to
Fill Vacancies
Principles for Hiring
Good Teachers
(Peterson, 2002)

District HR Practices

HR Partner Practices

Figure 1. Graphic Representation of Conceptual Framework
Knowing this, principals need to be intentional in the teacher selection process. Peterson
(2002) identified six principles for hiring good teachers:
1. It’s worth the effort to hire the best.
2. Good hiring requires a complicated selection system.
3. Some people hire better than others.
4. A fair and lawful selection system is vital.
5. Teacher hiring must be tied in with school district planning.
6. Teacher selectors must sell their districts or schools. (pp. vii-viii)
Having sound district human resource practices is one way to fulfill these principles.
When districts provide principals with the tools and resources they need to make competent
hiring decisions, they are placing their school leaders in the position to hire well. Principals who
utilize effective hiring practices are positioning themselves to place the best teachers in front of
their students.

4

HCPS has a wealth of resources that are available to principals. They begin the process of
preparing principals for personnel hiring through initial training incorporated in the district’s
Principal Pipeline Program (see https://www.sdhc.k12.fl.us/departments/142/leadershipdevelopment/about/). Once hired as assistant principals or principals, the district offers further
staff development opportunities for all administrators. They also have extensive applicant
information such as, applicants’ teacher-fit inventory results, work history, references ratings and
much more in their AppliTrack applicant database. Potential applicants who have applied to
vacant positions, as well as individuals who have not applied but are eligible for vacant
positions, are at principals’ fingertips through the AppliTrack System. There is a manual of how
to use the AppliTrack System that is available for principals’ use. The district also provides
online access for their principals to a variety of hiring tools. They have a question bank of
interviewing questions that are in line with the district’s observation and evaluation instrument,
and administrators can use the question bank to select interview questions. They also provide
information on questions that should be avoided in applicant interviews. There are protocols and
rubrics for demonstration lessons, data analysis exercises, group discussions activities and video
observation activities for potential teachers. Lastly, the district has HR Partners who can help,
train and/or assist a principal with any of the above or with any aspect of hiring.
My role as an HR Partner was a vital resource to principals, especially those in
turnaround schools. Often, principals in these schools were inundated with issues and
emergencies that arise on a day-to-day basis. Having a person in my position to help them with
teacher selection lessened the burden on their shoulders. HR Partners are very knowledgeable of
all of the HCPS hiring protocols and systems. We served as a liaison between the school and
Human Resources and/or potential applicants.
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My goal was to find ways that I could improve HR services and my practice with the
high-needs principals I worked with. I was a principal of a turnaround school, so I was very
familiar with what they experienced each day and their frustrations in teacher selection.
Best HR Practices such as Principles for Hiring Good Teachers (Peterson, 2002), HCPS
Hiring Practice, and HR Partner roles all played an important part in guiding one of the most
important decisions a principal of a high-needs school made. Each of these components was
important, but together, principals in high-needs schools had the best practices available based
on research, based on what the district provided, and based on their HR Partners’ assistance.
These resources served as the foundation for supporting and helping turnaround principals with
filling their teaching vacancies.
Research Question
This study explored one major question: What practices and strategies were used by a
human resource (HR) partner to support principals in high-poverty, Title I schools in filling their
teaching vacancies?
Potential Contribution of the Study
From A Nation at Risk to No Child Left Behind, and with more accountability and
competition from non-public, charter, private and for-profit schools, school districts across the
country are under more pressure than ever to recruit high quality teachers. The focus is on
student achievement, and to obtain the achievement that the public and state officials demand,
principals and superintendents must find teachers who can move student progress forward.
Strong (2007) wrote, “When it comes to improving student achievement, placing the spotlight on
teachers and their direct (i.e., proximal factors) work with students yields far greater benefits
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than putting the resources into indirect (i.e., distal factors) school-level reform” (p. 14).
Qualified teachers provide students with the greatest potential for achievement success.
In the business world the bottom line is vital. Profit equates to success. If the business
does well, shareholders, owners and managers feel they are successful. If the business does not
perform well, the company will make changes, often dramatic ones, to improve bottom line
performance. If improvement does not occur, the company is at risk of being reconstructed or
even closing its doors.
Almost unimaginable a generation ago, this performance standard has shifted the
education world, where it is quite possible for schools to be dramatically restructured or even
closed if they fail to meet externally mandated performance measures. In many states, including
Florida, these complex performance metrics are summarized in a school “grade,” much like a
student’s report card. If the school is doing well and earns a high grade, parents, administrators,
teachers and community members are happy and proud of their school. If the school is not
successful and has a low or failing grade, then no one is happy.
Principals are under pressure from district leaders, parents, community leaders – even the
real estate industry – to improve their schools’ grades. If principals are not successful, they can
be reassigned to another school or terminated. With this kind of pressure, principals want to
make sure they have high quality teachers in front of their students. The schools most affected by
this type of stress are Title I schools that are in high-poverty communities. These principals seek
applicants who can help their students succeed. When they have vacant teaching positions, they
are faced with a significant and well-documented challenge. Milanowski et al. (2009) described
the difficulty urban, high-poverty school districts have attracting and keeping teachers, and Jacob
(2007) identified how it is more difficult for these schools to be staffed than it is for suburban
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schools. At the same time, Hakel, Anderson Koenig, and Elliott (2008) stated that high-quality
teachers move student performance, so identifying and hiring high-quality teachers is one of the
most important jobs of any principal. This job is even more important and more difficult for
those in Title I schools.
Among the tools used to help principals and school districts screen incoming applicants
are commercial teacher selection instruments. These instruments, which are based on research
about the characteristics, beliefs, and practices of successful teachers in high needs schools, are
used around the country to help district personnel identify high quality applicants or identify
qualities among applicants. Gallup TeacherInsight is one such tool. It is an internet-based system
that asks applicants Likert scale, multiple choice questions and some open-ended questions about
beliefs and practices. Its aim is to provide districts with the best teachers for high-poverty
schools (Metzger & Wu, 2008). The Haberman Star Teacher tool is another commercial teacher
selection instrument. Haberman’s instrument and work focused on identifying teachers who have
the attributes to work in urban schools and is based on a research tradition of more than 25 years
(Haberman, 1991). More recent work by Smith (2005) indicated, “The Star Teacher Interview
from the Haberman Educational Foundation predicts which teachers will stay and succeed, and
who will be unsuccessful or quit” (p. 17). These and other teacher selection instruments can
assist principals in identifying promising candidates for teaching positions in high-poverty
schools.
Although principals in Title I schools can use commercial teacher selection instruments
to help them identify quality teachers for vacant positions, these instruments alone are
insufficient for making good hiring decisions. Principals need to take advantage of as many
resources as possible during the recruitment, interviewing and selection process. Having data
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from a commercial selection instrument is helpful, but principals also need to have an organized
process for selection of teachers. Hughes (2014) wrote, “Hiring new teaching staff is repeatedly
said to be the most important thing any K-12 school administrator does” (para. 1). To do this
successfully, principals need to gather as much data as possible concerning those who are
applying for their positions. Having an organized interviewing process helps. Elements of this
process should include the screening and sorting of resumes, talking with applicants on the
phone, preparing behavior-based questions and having the interview (Cannata et al., 2017). The
HR department or the hiring teams can assist with these elements. Ultimately, these practices can
help principals make sound hiring decisions.
We can see that hiring high quality teachers is important for student achievement. We
also know that school grades matter and that principals are under considerable pressure to
improve school grades. Attracting and keeping teachers in urban, high-poverty schools is a real
challenge that principals face. Much research attention has been given to selecting the right
candidates from an applicant pool. But, the challenge of filling that pool with qualified
candidates who can participate in a screening and selection process is a necessary first step in
placing appropriate instructional personnel in high need schools. Indeed, it may be the most
important step, and it was this process on which process evaluation was focused.
Definition of Terms
•

Commercial selection instruments. Commercial tools school districts can purchase to
assist them with screening teacher applicants. Examples are the Haberman Star Teacher,
Gallup TeacherInsight, and AppliTrack used in HCPS.
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•

High-poverty schools. The National Center for Education Statistics defines high poverty
schools as those where more than 75% of the students are eligible for free or reducedprice lunch (see https://nces.ed.gov/programs/coe/indicator_clb.asp).

•

Interviewing strategies. Protocols and/or practices principals and HR professionals use to
select teachers for teaching positions. This includes interviewing questions, reference
checking, reviewing resumes, etc.

•

Teacher quality. In HCPS quality teachers are those whose evaluation ratings are
‘effective’ or ‘highly effective’ based on the district evaluation rating system. For
teachers just graduating from college, teachers who receive exceptional rating from their
supervising teachers and professors would be considered ‘quality’ teachers.

•

Title I schools. Schools with high numbers or high percentages of children from lowincome families receiving financial assistance under Title I, Part A (Title I) of the
Elementary and Secondary Education Act, as amended by the Every Student Succeeds
Act (ESSA) (see https://www2.ed.gov/programs/titleiparta/index.html). In HCPS Title I
schools are identified as those in which 75% of the students receive free or reduced
priced lunch (Hillsborough County Public Schools, 2018a).

Overview of Research Approach
This was a process evaluation informed by action research and interpretivist perspectives.
Bess, King, and LeMaster (2003) noted that process evaluation describes “procedures undertaken
and…decisions made” as services are delivered and as functions are carried out (p. 109). Action
research is a perspective that is complementary to process evaluation as action research is
“systematic inquiry…conducted by professionals and focusing on some aspect of their practice
in order to find out more about it, and eventually to act in ways they see as better or more
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effective” (Oberg & McCutcheon, 1987, p. 117). Finally, the interpretivist perspective (Ritchie,
Lewis, Nicholls, & Ormston, 2013) “stresses the importance of interpretation as well as
observation in understanding the social world” (p. 7).
Documents are a common data source in process evaluation. Documents used in this
study included meeting notes, data logs, and emails gathered in my day-to-day activities in my
work as an HR Partner. Content analysis was used as the data analysis method. Documents were
initially coded using a priori categories identified through a review of relevant literature (see
Table 3). Additional categories were identified using thematic analysis to extract themes from
data sources that were not categorized in the initial analysis.
Delimitation
The focus of this process evaluation was the district HR processes and my professional
practice as an HR Partner in an urban school district in central Florida where I worked for over
25 years. The findings of this process evaluation were not intended to be generalizable.
Chapter Summary
This chapter provided a brief introduction and background of the study. The statement of
the problem, purpose of the study and research question were identified. The potential
contribution of the study was described. Terms used in the study were defined. Finally, an
overview of the research approach was provided, as well as the delimitation of the study.
Chapter 2 will present the relevant literature reviewed for the study.
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CHAPTER TWO:
REVIEW OF RELEVANT LITERATURE

Researchers agree that the most important decision a principal must make is who to hire
(Bolz, 2009; Bredeson, 1985; Natter & Kuder, 1983; Peterson, 2002; Place & Drake, 1994;
Rothman, 2004). Prudent hiring decisions can add value to a school; poor hiring decisions can
quickly damage a school and create a toxic culture. Eric Foss, CEO of Pepsi, said, “There is no
development system that is going to compensate for making a bad hire (Jones, 2008),” (as cited
by Mason & Schroder, 2010, p. 186). Principals who make rash hiring decisions could have
problems later with the employee.
Good hiring decisions can help principals move their schools towards academic success.
According to Isaac Opper, the Rand Corporation (2019),
Teachers matter more to student achievement than any other aspect of schooling. Many
factors contribute to a student's academic performance, including individual
characteristics and family and neighborhood experiences, but research suggests that,
among school-related factors, teachers matter most. When it comes to student
performance on reading and math tests, a teacher is estimated to have two to three times
the impact of any other school factor, including services, facilities, and even leadership.”
(para. 2)
Selecting the right teachers is vital in saving principals’ time, and it can help them achieve the
ultimate goal of moving students forward.
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There are many strategies principals and school districts use to attract and fill vacancies
in schools. With national teacher shortages, all schools face obstacles; however, high-poverty
and high minority schools face additional challenges when attempting to attract quality teachers.
The review first focuses on staffing challenges for high-poverty schools. Then a brief outline is
provided of four commercial screening instruments which are used by many school districts to
identify viable applicants. Next the review looks at interviewing beyond commercial screening
and teacher recruitment. The chapter closes with a summary of the themes derived from the
literature review.
Staffing Challenges for High-Poverty Schools
Urban school districts with high-poverty schools typically have a large population of
students attending school from low-income families. One major challenge in high-poverty
schools is keeping a full staff. Teachers in these schools tend to leave the profession at high
rates. Within the first three years of teaching, one-third of all teachers leave the profession, and,
in urban settings, more than half of them leave within the first five years (Barnes, Crowe, &
Schaeffer, 2007; Ingersoll & Perda, 2010).
Urban principals, especially those in high-poverty schools, face the challenge of staffing
their schools on a yearly basis. Principals invest a lot of time and professional development in
their staff. So, when staff turns over, a lot of time and effort must go into hiring, training, and
developing replacements to learn the instructional strategies and practices the school is
implementing.
The shortage of available teachers does not help the situation. Sutcher, DarlingHammond, and Carver-Thomas (2016) stated how teacher shortages impact high-poverty and
high minority schools the most, and frequently, the students in them will be taught by a teacher
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who is out of field or not properly trained. The authors went on to write, “Across the country, the
teachers working on emergency credentials (the least qualified of the underprepared teachers),
were three times more likely to serve in a high-poverty, high-minority school than in lowpoverty, low-minority schools – 4.0% vs 1.4%” (p. 13).
Many high-poverty schools have large populations of minority students. Many of these
students are being taught by white female teachers. Ingersoll, Merrill, and Stuckey (2014) looked
at over 25 years of trend data collected by the National Center for Educational Statistics in the
United States. They highlighted that during the 2011-2012 school year, 58% of the teachers in
high schools were white females, 72% of middle school teachers were white female, and 89% of
primary teachers were white females. The authors noted, “If this trend continues, soon 8 out of
10 teachers in the nation will be white female…An increasing number of students may encounter
few, if any, male teachers during their time in either elementary or secondary school” (p. 16).
The male students in all schools, but especially high-poverty schools, need male role models. If
this trend continues, schools and communities will have to devise ways to further support male
students.
Another trend in schools is a lack of diversity amongst staff members. Students benefit
from seeing teachers who look like them. Villegas and Irvine (2010) argued that having diverse
teachers can have the following benefits:
1. Teachers of color serve as role models for all students.
2. The potential is greater for teachers of color to improve the academic outcomes and
school experiences of students of color.
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3. “[E]ducators of color appear to be more committed to teaching students of color, more
drawn to teaching in difficult-to-staff urban schools, and more apt to persist in those
settings” (p. 188).
Teachers make a big difference in the lives of all students. Diverse instructional staff members
are an asset in all schools, and especially in high-poverty schools.
Identifying and hiring quality teachers is difficult for many principals in high-poverty
schools. One measure of teacher quality is a teacher’s evaluation. Districts around the country
have required principals to observe their teachers, provide them with feedback, and at some point
during the year, give them an evaluation. When principals require applicants to give them copies
of their previous evaluations during the interviewing process, they are gaining critical insight
into their previous teaching ability. However, teachers new to the profession do not have
evaluations from their previous teaching positions, but they can provide principals with the
ratings received from their supervising professors and cooperating teachers during their
internship.
Principals in high-poverty schools look for teachers with good evaluation ratings, but
they also seek additional qualities in their teachers. Engel’s (2013) study of principals in Chicago
found that “[p]rincipals report looking for teachers who care about students, have content
knowledge, are willing to go beyond contractual obligations, and have classroom management
skills...[They] talk extensively about caring, classroom management, and willingness to ‘give
extra’…” (p. 52). Trying to identify teachers who could potentially connect with their students
was a high priority for these principals. Teachers who cannot make connections with their
students do not benefit the principals. Lastly, Stronge (2007) identified classroom management
and organization, planning and organizing for instruction, implementing instruction, monitoring
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student progress and potential as characteristics of effective teachers. The bottom line is that
principals in high-needs schools should gather as much information as possible regarding
potential teaching applicants in order to place the highest quality teachers in front of their
students.
Commercial Screening Instruments
Commercial screening instruments are used by many school districts to assist hiring
managers and principals with tools for screening and interviewing instructional applicants. These
instruments can be used to gather information regarding prospective applicants who are applying
for teaching positions. Some of the commonly used instruments are Interactive Computer
Interview System (ICIS), Teacher Insight, and Haberman’s STAR Teacher Interview (Waddell
& Marszalek, 2018). These instruments focus on identifying character traits of effective teachers.
Interactive Computer Interview System
The Interactive Computer Interview System (ICIS) is for use in K-12 schools. ICIS was
designed by Dr. Howard Ebmeier from the University of Kansas (Ebmeier & Ng, 2005). With
this screening instrument, the interviewer logs into the ICIS program on a computer which will
be used during the interviewing process. The interviewer must first decide how many questions
will be asked. Table 1 (Ebmeier, 2006, p. 7) illustrates how the interviewer can choose from a
Short Version, Normal Version or Long Version of questions.
Once interviews start, ICIS is very intuitive. The program remembers the interviewee’s
answers and designs questions for the interviewer to ask based on the interviewees’ responses.
The program was developed based on two national studies: Teacher of the Future and Praxis III:
Classroom Performance Assessments (Ebmeier, Dillion, & Ng, 2007). Teacher of the Future is a
study derived from school personnel officers from small and large school districts as well as
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Table 1
ICIS Interview Instrument Question Allocation
Scale

Short Version

Normal Version

Long Version

Minimum
Questions

Maximum
Questions

Minimum
Questions

Maximum
Questions

Minimum Maximum
Questions Questions

Working with Others

3

5

4

6

6

8

Knowledge of Content

3

5

4

6

6

8

Knowledge of
Teaching

6

10

8

14

12

20

Knowledge of
Students

3

5

4

6

6

8

Total

15

25

20

32

30

44

Source: Ebmeier, H. (2006). Interactive computer interviewing system technical manual (p. 6).

members of the American Association of School Personnel Administrators (AASPA). The study
identified nine areas of knowledge and eleven areas of skill teachers should possess after two
years of reviewing literature and advice from practitioners. The documents around the Praxis III:
Classroom Performance Assessment set the foundation for the selection and design of the
interview questions. All this work was designed to identify, through an interviewing process,
whether an individual possesses the characteristics of an effective teacher (Ebmeier & Ng, 2005).
Some benefits of this program, over paper and pencil interviews, are:
•

The system adapts questions based on the responses of the interviewee.

•

The program quickly performs calculations related to four domains: Knowledge of
Content, Knowledge of Teaching, Knowledge of Students and Working with Others.

•

All information is recorded and can be used for future reference.

•

The system has computer-based training modules with video clips.

•

The system has a large bank of questions which are less likely to be left out, in the open,
for others to see. (Ebmeier, 2006)
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ICIS was initially used in suburban and rural areas. However, shortly after its
development, it was applied in urban settings with good success. Ebmeier and Ng (2005)
reported:
The purpose of the ICIS-Urban instrument was to provide administrators in urban school
districts with an improved interview instrument for identifying effective teaching
candidates. To that end, the ICIS-Urban instrument seems very suited. The validity
correlations were very high for selection instruments. (p. 211)
ICIS can provide school districts and hiring managers with some useful information that
can be used to make hiring decisions. However, a selection instrument is only a tool to use
during the hiring process. ICIS has been studied, but it is not the only tool to use. As with other
instruments, there are limitations. Wheat (2013, p. 55) wrote, “[F]ew have examined the
concurrent validity [of ICIS] as it pertains to student success on a criterion-referenced test (Reik,
2007).” Wheat’s study found “no statistically significant correlation between a teacher’s total
weighted average on the ICIS and that same teacher’s average residual reading score and average
residual math score on the Kansas State Assessments from 2010, 2011, and 2012” (p. 55).
Haberman Star Teacher Selection Interview (HSTSI)
Dr. Martin Haberman’s research on character traits of teachers who work with students in
poverty resulted in the development of the Haberman Star Teacher Selection Interview (HSTSI),
designed to identify teacher applicants who possess traits that distinguish them from quitters and
failures. Hill-Jackson and Stafford (2017) provided an excellent illustration of the seven traits
(Functions/Dispositions) using example screening responses from traditional and star teacher
types (see Table 2).
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Table 2
Example Screening Responses from Traditional vs. Star Teachers
Traditional Teachers
Respond in the Following
Ways:
S/he teaches in a one-size-fitsall approach to passive
learners. If students fail to get
the content the first time, then
they quickly fall behind or fail.

Functions/Dispositions:
Beliefs and Behaviors of Star
Teachers
1. Persistence

S/he sees protecting one’s
career or “getting through the
material” as their highest
priorities.
S/he understands educational
theory, but falls short to adapt
these theories into practical
lessons for their classrooms.

2. Protects and Values
Student Learning

S/he often comes from
monolingual, Christian,
middle-class lives where
diversity was avoided. These
teachers cannot relate to, or
teach, learners from diverse
backgrounds.
S/he wears their heart on their
sleeves and is easily bruised by
the normal behavioral problems
or classroom challenges that
will arise in underserved
classrooms. Their responses are
often unprofessional and
inappropriate for learners.
S/he is unable to function or
thrive in a large depersonalized
organization; these teachers
often leave the profession by
year five or relegate students to
impoverished learning
experiences.
S/he never acknowledges when
s/he is wrong because they see
mistakes as a form of
weakness.

4. Approach to Children in
Poverty or At-risk Students

3. Theory into Practice

Star Teachers Respond in the
Following Ways:
S/he has the propensity to work
with children who present
learning and behavioral
problems on a daily basis
without giving up on them for
the full 180-day work year.
S/he believes that student
learning is the teacher's highest
priority.
S/he has the ability to see the
implication of generalizations
of theory and has the wherewith-all to bring theory into
practical applications in the
classroom.
S/he is able to connect with and
teach students of all
backgrounds and levels.

5. Professional vs. Personal
Orientation to Students

S/he expects students to
misbehave and attempts to
relate to students as an
experienced and consummate
professional: resisting the urge
to “take it personally” in
difficult classroom interactions.

6. Burnout

S/he is able to function or
thrive in a large depersonalized
organization.

7. Fallibility

S/he readily admits when s/he
is wrong and creates “teachable
moments” from their mistakes
for students’ benefit.

Adapted from Better Teachers, Better Schools: What Star Teachers Know, Believe, and Do by V. Hill-Jackson & D.
Stafford (2017, p. xix).
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The HSTSI consists of two steps. The first step is the Star Teacher Pre-Screener which is
a 50-item individual test which can take thirty minutes (see
https://habermanfoundation.org/evaluation-tools/star-teacher-pre-screener/more-about-the-starteacher-pre-screener/). The test rates the respondent’s answers regarding being a star teacher or a
quitter. Successful respondents are those whose ratings are close to or like star teachers. If the
respondent is a potential ‘star’ teacher, the respondent’s answers lean more to the answers on the
right side of Table 2. As Haberman, Gillette, and Hill (2017) explained:
By contrasting the functions performed by star teachers with the behaviors of teachers
who quit or fail in the same school systems, two kinds of teacher functions have been
identified: things that both stars and failures do; and things that distinguish the practices
of stars from those of quitters and failures. (p. 3)
The second step in the process is the Star Teacher Interview which distinguishes, even
closer, if the respondent possesses the attributes and beliefs of a star teacher (Hill-Jackson,
Stafford, James, & Hartlep, 2018). Interviewees who score high on this scoring instrument
exhibit qualities of teachers who are successful working in urban settings (Haberman
Educational Foundation, 2002). To use the Star Teacher Interview, the interviewer must be
trained in using this instrument and rating responses. In the early years, this screening process
was done with paper and pencil. Now, districts can purchase and use an online product which
screens applicants and provides a rating.
One challenge with Haberman’s instrument is that it may represent only a few aspects of
a potential candidate. Hiring administrators should rely on more than one piece of information to
make hiring decisions. Marshall and Scott (2015) wrote,
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[U]sing this inventory as a sole measure is potentially dangerous in the selection of
potential [teacher] residents…[T]he validity of a similar interview protocol developed by
Haberman has been explored in a few studies (e.g., Gimbert & Chesley, 2009; Baskin,
Ross, & Smith, 1996); the Haberman Star Teacher Pre-Screener Inventory has not been
largely examined (Rutledge, Harris, Thompson, & Ingle, 2008; Waddell & Ukpokodu,
2012). (p. 31)
Gallup TeacherInsight
Gallup TeacherInsight (GT) is another commercial teacher selection instrument. Metzger
and Wu (2008) told how, in the early 2000s, Gallup announced TeacherInsight, a web-based
system that takes a respondent through a series of statements using a 5-point Likert scale. It is a
range of multiple-choice questions and open-ended questions which ultimately provides the
school district or hiring manager with information regarding the person’s beliefs, attitudes and
behaviors. It takes approximately 40 minutes to complete the inventory. Metzger and Wu (2008)
went on to write that GT claims to identify teachers who possess the disposition and professional
values of the best teachers and not to measure teacher effectiveness. GT assesses applicants’
responses around 12 themes relating to teachers who are successful in working with students.
Novotny (2009) provided those themes below:
1. Mission: The belief that students achieve success through the contributions of the
teacher and other significant people in the students’ lives.
2. Empathy: The belief that students’ feelings and attitudes are essential to understand, as
a teacher, and to be able to understand the students’ point of view.
3. Rapport Drive: The belief that a positive relationship with a student is essential to
maximizing the student’s potential.
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4. Individualized Perception: The belief that personalizing a student’s learning experience
comes from understanding each student’s perception of themselves as learners.
5. Listening: The belief that in maximizing communication the teacher must be a
responsive listener.
6. Investment: The belief that the intrinsic value, of a teacher, is derived from student
growth and the teacher’s efforts to achieve this growth.
7. Input Drive: The belief that the teacher must be resourceful in searching for ideas and
strategies to maximize student learning.
8. Activation: The belief that the teacher is the catalyst for student learning and their
actions serve as an instigator in stimulating student learning.
9. Innovation: The belief that the teacher must be creative and adaptive in finding
effective ways to positively promote student learning.
10. Gestalt: The belief that task completion and the drive to succeed is the goal of student
learning.
11. Objectivity: The belief that the teacher must look at the whole before they can dissect
and address the pieces of student learning.
12. Focus: The belief that the teacher has a plan for their future actions and they center on
the goal of student learning. (pp. 47-48)
A passing score is determined by certain criteria that Gallup has created along with
recommendations from the school district implementing the system.
GT has more than 40-years of history. Metzger and Wu (2008) stated that Selective
Research, Inc. (SRI) first produced a tool called Teacher Perceiver Interview (TPI) in the early
1970s. In 1988, SRI purchased the Gallup Organization and used their name. TPI was a face-to-
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face interview technique consisting of 60 open-ended questions related to the above themes.
Schneider (2012) further wrote:
In 2002, Gallup transitioned to the Web-based TeacherInsight [TI] assessment. The first
version of the TI contained multiple-choice items that assessed beliefs, attitudes, and
behavior; a series of statements rated on a 5-point Likert scale and open-ended questions.
Responses to the two types of questions were timed…In the early 2011, Gallup launched
its second generation of TI (Jo Ann Miller Communication, March 30, 2011). TeacherInsight 2.0 is a new version that can be used to predict teachers who have high valueadded scores… (p. 642)
As with the other commercial screening instruments, TI has its place in school districts
and schools. It can provide principals and human resource personnel with useful information
regarding teacher applicants. However, it may not provide them with everything they need to
hire the best instructional personnel. Rockoff, Jacob, Kane, and Staiger (2011) stated, “While use
of commercial screening instruments has grown considerably, there is little systematic evidence
on the power of these instruments for predicting teacher effectiveness” (p. 48).
AppliTrack
Frontline Technologies, formerly Apex Solutions, is the owner of another type of
commercial screening instrument. The name of their tool is AppliTrack. It is a web-based system
that school districts can purchase to assist them in allowing applicants to apply for positions with
their district, communicate with applicants through email, and allow principals and other hiring
managers a platform to send job offers to applicants. Just like the previous instruments,
AppliTrack has a screening component, as well. Frontline Technologies acquired the TeacherFit
assessment tool from Polaris Educational Systems in 2010 (Oestreich, 2016, p. 21).
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As a part of the application process to become eligible for a teaching position, an
applicant goes through a series of questions on a 5-point Likert scale ranging from Strongly
Disagree to Strongly Agree, as well as short answer responses. The district receives scores on the
six dimensions below in addition to an overall score:
•

Fairness and Respect - indicates fairness and integrity.

•

Concern for Student Learning – reflects, enjoys and likes working with students.

•

Adaptability - indicates flexibility and creativity with changing situations.

•

Communication and Persuasion – clear and accurate speaking, listens, persuasive.

•

Planning and Organizing – plans ahead, prepares.

•

Cultural competence indicates understanding of different cultures.

•

An Overall score is the average of the standardized scores of the six dimensions.
(Frontline Technologies, n.d.)

The information received from this online assessment provides districts with some meaningful
insight regarding those who are applying for instructional positions.
AppliTrack has been in the HCPS district less than four years. The system is far better
than what was previously used. The district is collecting data regarding how applicants’
TeacherFit scores relate to teachers’ performance evaluations.
Interviewing
Commercial screening instruments are very useful to principals in high-poverty schools.
However, not all school districts offer these kinds of resources to their schools. When these
resources are not available, and even when they are, high-poverty school principals need to
ensure they are using every resource available to them. One simple resource is an organized
process for structuring interviews.
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Having protocols in place for interviewing to fill vacant instructional positions is vital in
high-poverty schools. In some large school districts, the central office hires and places teachers
in school sites. This is not the best hiring practice for high-poverty schools. Jacob (2007)
observed how this practice does not take into consideration some of the unique preferences
principals may have or the teacher’s strengths and weaknesses for the school’s setting in which
they are hoping to be placed. Principals have an intimate knowledge of their schools and staffing
needs. They are best suited for identifying and selecting applicants for their positions, so they
should be the ones in charge of making those decisions. Cannata et al. (2017) noted a trend
showing districts are giving principals more autonomy in hiring by decentralizing.
An organized interviewing process for teacher selection should be a part of a principal’s
repertoire. Great hires help principals build a caring student body and achievement-focused
schools. Unfortunately, principals have received varying degrees of training in interviewing.
Lyng (2009) reported that principals admit to having little training on how to interview or having
taught themselves. Although principals report that they do not have much training with
interviewing, they should use teacher or applicant data when making hiring decisions as well as
have organized interviewing procedures.
Data
There is an array of data available for principals to help them make informed hiring
decisions. Donaldson and Papay (2015) described how the teacher evaluation reform movement
around the country has created rich data regarding teachers. There is a wealth of teacher
observation data, teacher evaluation data, and student achievement data available to many sitebased administrators. Some school districts readily share, or make available, this information
with all their principals, while in other districts, principals can request it from applicants during
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the interviewing process. Cannata et al. (2017) noted in a study of six urban school districts and
two charter management companies that 39.9% of the principals had access to teacher
observation data, 38.1% had access to teacher evaluation data, and 35.6% had access to teacher
student growth measures. They also reported that 70.8% used the teacher observation data,
68.2% used the teacher evaluation data, and 61.9% used teacher’s student growth data when
transferring teachers to their schools. Having these data available is an asset for principals who
get it electronically through their district or have it provided through their central office. Even
principals who cannot get this kind of data by these means can request it from applicants during
the screening process.
Teacher observation data, evaluation data and student performance data are only a few
measures of the teacher’s past performance. In addition to the above, and beyond the typical
information principals receive (i.e., resumes, portfolios and reference letters), principals can gain
information regarding an applicant teacher’s ability by other means. The New Teacher Project
(TNTP) has worked with school districts around the country with their hiring practices and
systems. TNTP is a non-profit organization whose mission is to “end the injustice of educational
inequality by providing excellent teachers to the students who need them most and by advancing
policies and practices that ensure effective teaching in every classroom” (The New Teacher
Project, 2018a). TNTP offers principals many other ways for collecting data on applicants:
•

Writing samples

•

Group discussion activities

•

Demonstration lesson

•

Lesson submission

•

Classroom observation
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•

Student data activity

•

Open house presentation (The New Teacher Project, 2018b)
One challenge a high-poverty school principal may have is time. During the summer

months when school is out, time typically is not an issue, so the principal can dedicate more time
to interviewing. When school is in session, however, principals are extremely busy with their
many day-to-day responsibilities for operating their schools. But, getting quality teachers in their
schools should be a top priority for their students’ academic success. In contrast, some of
TNTP’s recommendations may not be feasible over the summer. For example, a demonstration
lesson could not be done with students over the summer unless summer school is in session.
Obtaining data regarding future teacher applicants is a necessary element during the
selection process. Cannata et al. (2007) provided the statement below from a principal who did
not use data very much:
I have not asked for [data on previous performance]. That would be one that we could
possibly use, because that would tell how well they’ve done with the group of students
that they had previously. We haven’t used that, but that’s a good one. (p. 199)
Having data can inform principals of a teacher’s previous job performance. Once the principal of
the high-poverty school decides what data are feasible to get and use, depending on the time of
the school year, he or she can then move forward with interviews.
Organized Interviewing Procedures
Principals at high-poverty schools should not haphazardly go about the interviewing
process. By having a well-designed process, they can make better hiring decisions. Some
suggestions for an organized process are:
•

The use of specific questions
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•

A screening process designed to weed out weak applicants

•

A process for selecting applicants

•

The use of interviewing committees

Stronge and Hindman (2006) designed the Teacher Quality Index (TQI). They stated:
TQI protocol integrates research regarding how to conduct a good interview with
research on what constitutes an effective teacher…the TQI protocol is designed to offer a
systematic application of the qualities of effective teachers to the selection process. In
summary, the Teacher Quality Index:
•

Blends research on effective teaching with research on effective interviewing.

•

Draws from interview protocol components found in applied psychology literature.

•

Uses research-based and field-tested rubrics to evaluate interviewee responses. (p. 6)

Principals at high-poverty sites should have clear selection criteria when trying to identify
applicants for their schools. They should also be honing-in on good teaching practices during
their interviews, as well as documenting their findings of each applicant interviewed.
Clement (2009) suggested principals should create the right questions. She stated that
principals should use behavioral-based interviewing (BBI) techniques. These questions begin
with phrases like “Tell me about a time when.” She further stated that such questions give the
interviewer a sense of the suitability of the applicant based on their previous experience.
Clement (2013) stressed the importance of sorting the applicant’s paperwork based on the job
description for the position, having preliminary interviews prior to the official one, and listening
for certain answers during BBI. She highlights helping guide applicant responses to identify a
problem, action, and results (PAR) or the situation, task, action, and results (STAR), so that the
interviewer can better analyze the applicants.
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Moreover, having a structured process for teacher selection can make things easier for
administrators. Clement (2015) stated:
Structured interviews and hiring processes simplify the hiring process and make the work
much more reliable. The more measures an employer has to evaluate potential
candidates, the stronger the chances of hiring someone who can do the job assigned.
These measures include a thorough application, review of recommendations, preliminary
interviews, on-site interviews, and interviews with other teachers of the same grade
and/or subject.” (p. 12)
Having a well-designed process for selecting teachers is vital for ensuring quality teachers are
hired.
Teacher Recruitment
Across the nation there is a demand for teachers. Teacher shortages mean there is not a
large pool of instructional applicants available for vacant teaching positions. School districts
across the country use a portion of their funds to recruit new applicants to their schools.
Colleges and universities have job fairs for their graduating seniors, and representatives from
nearby and far away school districts attend with the hope of attracting graduates to their district.
Even with setting aside funds and attending job fairs, there is still a great need for districts to find
teachers. Sutcher, Darling-Hammond, and Carver-Thomas (2016) described this shortage and
demand for teachers. They noted that during the 2015-2016 school year, there was a shortage of
64,000 teachers and that by the year 2020, there will be a need for approximately 300,000
teachers per year. That number increases to 316,000 by 2025. Schools are competing for
classroom teachers. This creates added concern for high-poverty schools as they try to lure
applicants to their sites.
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Some school districts offer signing bonuses or travel bonuses to attract applicants to their
districts. In addition, some school districts offer more pay to applicants who are offered positions
in their high-poverty, low-performing schools. These measures are a means by which to recruit
viable applicants. Salaries in public education are not like those in the business world where they
are negotiated and private. In education, salaries can be made public record. Salaries are
typically based on the teacher’s certification, advanced degrees and experience. Anyone can go
onto a district’s website, find the salary schedule, and find out how much a teacher would make,
with a bachelor’s degree, master’s degree, etc., with the applicable number of years of
experience. Principals at high-poverty school sites, and other sites, have little to offer candidates
over and beyond what the district offers. Schools that serve socio-economically favorable
communities are very attractive to many applicants. One strategy school districts, especially
urban ones, can use is to heavily recruit talent from their local colleges and universities.
Reininger (2012) found that teacher graduates are local, and most of them stay close to home.
This applies to graduates in urban communities as well. Reininger’s research illustrated that
teacher graduates who grew up in urban communities will work in schools like the ones where
they grew up.
Proactive strategies can assist school districts with attracting and keeping quality
teachers. Podolsky, Kini, Bishop, and Darling-Hammond (2017) provided strategies that can
help recruit and keep teachers in the profession. They identify improving teacher preparation,
improving the hiring process, increasing compensation, providing support for new teachers, and
improving working conditions (focusing on school leadership, professional collaboration, shared
decision making, accountability systems, and resources). Some of the strategies districts can
control are things like increasing salaries, providing support and improving work conditions.
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However, in teacher preparation that occurs in colleges and universities, most cannot control
these things. Therefore, districts and principals need to provide much support after the hire.
Principals in high-poverty schools have control over two of the above five areas. They
can provide supportive and amenable working conditions – the importance of which is well
documented (Lynch, 2012; Petty, Fitchett, & O’Connor, 2012; Podolsky et al., 2017; Xia, Izumi,
& Gao, 2015). Providing support and creating collaborative working conditions for their staff
can help high-poverty principals with recruitment. If teachers feel supported and cared for, they
are more likely to remain at their school site, and that decreases the principals’ need to hire
additional staff members. Happy or content teachers are very likely to recommend their school
sites to friends, colleagues, and/or family members who are seeking positions in their district.
Summary
Principals in high-poverty schools have many challenges. Finding high quality teachers is
one of them. Making use of all information available is critical to making wise hiring decisions.
Clement (2015) wrote, “There has to be a better way to select teachers than relying on gut
feelings” (p. 11). Behrstock and Coggshall (2009) stated, “Implementing effective hiring and
placement practices helps all schools and districts but is particularly important for those that are
at risk” (p. 3).
Table 3 provides an overview of themes and components derived from the literature
reviewed. The themes identified were used in the study to examine district practices and HR
Partner practices and to analyze data collected for the study.
Rockoff, Jacob, Kane, and Staiger (2009) observed, “Schools and school districts wishing
to increase the effectiveness of their teacher workforce may benefit from gathering a broad set of
information on new candidates…” (p. 3). Commercial screening instruments/systems are used by
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Table 3
Key Themes in Research on Teacher Selection
Theme
Commercial Screening Instrument
(e.g., Interactive Computer Interview
System, Haberman Star Teacher Selection
Interview, Gallup TeacherInsight,
AppliTrack)
Interviewing
(e.g., Cannata et al., 2017; Lyng, 2009)
Interview Procedures
(e.g., Clement, 2013; Stronge & Hindman,
2007)

•
•

•
•
•
•
•
•
•

•
Data
(e.g., Cannata et al., 2017; New Teacher
Project, 2018)

•

Teacher Recruitment
(e.g., Podolsky, Kini, Bishop & DarlingHammond, 2017)

•
•
•
•
•

•
•

•
•

Components
Applicant application system
Applicant inventory and rating system to
distinguish knowledge and skills, attributes
and beliefs, disposition and professional
values characteristic of high-quality
teachers
District vs. principal interviewing
Training
Specific questions about instruction
Behavior-based questions
Process to eliminate weak applicants
Process for selecting applicants
Interviewing committee
Rubrics
Teacher observation data, teacher
evaluation data, student performance data
Resumes, portfolios, references
Teacher products (e.g., writing samples,
lesson plan, demonstration lesson/video)
Recruiting local talent
Improving teacher preparation
Providing a signing bonus
Providing for travel expenses
More pay for low performing or highpoverty schools
Providing support for new teachers
Improving working conditions

many districts to distinguish knowledge and skills, attributes and beliefs, disposition and
professional values characteristic of high-quality teachers. Whether districts and/or schools use
commercial screening options, interviewing remains key in the selection process. Emphasis was
placed on the importance of training interviewers, developing behavior-based questions and
focusing on instruction, using rubrics, and having specific procedures for selection and
elimination. In addition to interviews, using multiple sources of meaningful data was also
recommended.
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Teacher recruitment was viewed from both general and site-specific perspectives. To
attract teachers, recruiting local talent, improving teacher preparation, providing a signing bonus,
and providing for travel expenses are potential strategies. To recruit teachers for high-poverty
schools, more pay for positions in low performing or high-poverty schools, providing support for
new teachers, and improving working conditions were suggested.
Chapter Summary
This chapter provided a review of relevant literature addressing staffing challenges for
high-poverty schools, commercial screening instruments, interviewing and data used in the
applicant selection process, and teacher recruitment. The review closed with a summary of the
themes derived from the literature review.
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CHAPTER THREE:
METHODS

This was a process evaluation informed by action research and interpretivist perspectives.
The study examined one major question: What practices and strategies were used by a human
resource (HR) partner to support high-poverty, Title I school principals in filling their teaching
vacancies?
Process Evaluation Design
Bess, King, and LeMaster (2003) noted that process evaluation describes “procedures
undertaken and…decisions made” as services are delivered and as functions are carried out (p.
109). Rubin and Babbie (2001) also described process evaluation as an inductive method for
“identifying strengths and weaknesses in…processes and recommending needed improvements”
(p. 584).
Action research is a perspective that is complementary to process evaluation. As Sagor
(2000) observed, “The primary reason for engaging in action research is to assist the ‘actor’ in
improving and/or refining his or her actions” (p. 3). Similarly, the primary reason for engaging in
process evaluation is to assist an organization in examining its processes and procedures and
determine areas for improvement.
Feldman Altrichter, Posch, and Somekh (2018) further noted that action research
encourages professionals “to investigate those aspects of their practice that they want to improve
and develop in their daily work and their relationships with colleagues, clients… managers or
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administrators” (p. 7). As a practitioner trying to understand what procedures and action I used to
support principals in hiring quality teachers for our high-poverty Title I schools and wanting to
improve the district’s HR practices, process evaluation and action research were appropriate
perspectives for this study.
Finally, the interpretivist perspective (Ritchie, Lewis, Nicholls, & Ormston, 2013)
“stresses the importance of interpretation as well as observation in understanding the social
world” (p. 7). Schwartz-Shea and Yanow (2011) maintained that “meaning-making is key”
where the goal is “to understand how specific human beings in particular times and locales make
sense of their worlds” (pp. 10-11). Process evaluation is a sense making strategy as one tries to
“see” processes and procedures as they play out in real context. Process evaluation is also a
meaning-making strategy as one tries to understand strengths and weaknesses observed to
determine needed improvements.
Data Sources
Documents are a common data source in process evaluation. Documents used in this
study included meeting notes, data logs, and emails gathered in my day-to-day activities in my
work as an HR Partner. Content analysis was used as the data analysis method. Documents were
initially coded using a priori categories identified through a review of relevant literature (see
Table 3). Additional categories were identified using thematic analysis to extract themes from
data sources that were not categorized in the initial analysis.
Data for this study consisted of my own journal, meeting notes, data logs, and emails, all
of which captured the day-to-day activities in which I engaged to support principals in two
schools as they tried to fill their teaching vacancies. For this study I was both researcher and
evaluator engaged in observation of district HR processes and procedures, as well as my own
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professional practice, to make sense of the effect of these processes and procedures, together
with my actions, to identify areas for change, enhancement, or improvement to better serve the
needs of principals in our highest risk-highest need schools.
Setting
During the study I worked in the human resources department of Hillsborough County
Public Schools, one of the largest school districts in the U.S. Mine was a staff position, so I had
no supervisory or administrative authority over any of the individuals I supported in my work.
My primary roles were to assist the district with the recruitment of teachers, work with principals
and other district supervisors in managing employees, and help principals attract and identify
teachers for their instructional vacancies.
Hillsborough County Public Schools (HCPS) is the eighth largest school district in the
United States. It is considered an urban school district, encompassing the city of Tampa as well
as its surrounding small cities, towns and suburbs. The HCPS Strategic Plan 2015-2020 (2018)
indicated there are 142 K-5 elementary schools, 43 middle schools, 27 high schools, 4 career
centers, 10 exceptional student education (ESE) centers, and 49 charter schools. Of the 265
school sites, 163 of them are classified as Title I. There are also four adult technical colleges.
The district’s K-12 ethnic makeup is 35.4% Hispanic, 33.4% White, 21.1% Black, 5.6%, Multiracial and 4.2% Asian.
For years, the schools in the district were divided into eight areas with an area director
over each. In 2018-2019 there were five areas supported by area superintendents. There were
approximately 50 schools in the district’s Achievement Schools Network (ASN). According to
the district’s website, schools within the ASN were designated as in need of turnaround due to
their low school grades. They were placed in one of three tiers of support and intervention with
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Tier 3 schools receiving the most intensive supports/interventions (Hillsborough County Public
Schools, 2018). In 2019, the district made a concerted effort in helping its Achievement Schools
fill their vacancies. One of the major roles of an HR Partner was to help these schools find
teachers for their vacancies.
HCPS has a program for principal development and selection called the Hillsborough
Principal Pipeline (see https://www.sdhc.k12.fl.us/departments/142/leadershipdevelopment/about/). The district provides training for new principals in recruiting and hiring
teachers through its human resources department. Training includes information about employee
contracts, how to navigate some of the district web-based programs, and effective hiring
practices. Also, during this program, new principals are mentored by experienced principal
coaches, and they are provided opportunities to be a part of the interviewing/hiring process from
beginning to end. All principals have HR Partners who can come out to their schools and sit with
them one-on-one and face-to-face to help them with hiring or any of their human capital needs.
The two school sites selected for this study were in the ASN. I worked with many
schools, and over the past three years there had been many changes in my school support
assignments. For this study, I chose two schools that had remained with me throughout the study.
The schools were identified on as School 1 and School 2. One school was an elementary school,
and the other was a middle school. Both schools were located on the east side of the school
district. Their school grades for the past three years, along with their percentages of minorities
and their percentages of economically disadvantaged students (number of students who receive
free or reduced priced lunch) are provided in Table 4.
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Data Collection
The school district keeps vacancy data, transfer data, and leave data on schools. During
Table 4
School Grade, Percent Economically Disadvantaged and Percent Minority
School

1
2

2016-17
Grade

2017-18
Grade

2018-19
Grade

D
D

D
C

D
C

% Economically
Disadvantaged

% Minority

95.6
95.0

92.3
79.6

Source: Florida Department of Education (2018)

the study vacancy data were collected twice each month for the two schools and recorded
electronically as part of my electronic log. By tracking the number of vacancies at each school
site, I knew who needed support. After recording each school’s data, I made phone contact with
each principal, or their secretary, to check the accuracy of the information posted.
As a note for information, vacancy data included the type of vacancy for each site as well
as data on whether a vacant position was permanent or temporary. Permanent positions are long
term for teachers; they keep their position with the school district, as long as they do a good job,
work well with students, parents, colleagues and administration. A temporary position is one for
one period of time which may last from a few months to a couple of years. This kind of position
is created due to another teacher being on professional, personal, or medical leave. Temporary
positions are often much more difficult to fill because applicants want permanent positions.
In addition to vacancy data, I kept journals to capture the day-to-day activities in which I
engaged to support principals in the two schools as they tried to fill their teaching vacancies. I
journaled using electronic logging, notebook journaling and voice recording daily. Lichtman
(2013) talked about the importance of journaling for capturing activities, thinking about
processes or procedures used at the time, and reflecting on actions taken and decisions made. In
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my journals I captured my thoughts on how I supported the schools; my reflections on
conversations and interactions with colleagues, principals, and personnel from the school district;
and my insights, lessons learned, descriptions of processes that worked well or didn’t work well,
and strategies implemented and outcomes.
I also kept meeting notes, logs of my interactions with principals and applicants, and
emails. For example, I made notes from meetings with the district’s recruitment manager and
application center manager and from visits to the district to address any unusual circumstances or
to get quick information. These two people get valuable updates on the application system the
district uses and on recruiting opportunities available around the state of Florida, as well as on
virtual events the district conducts. Formal, along with short informal, office visit discussions
were documented.
Herr and Anderson (2015) asked, “What data are already available that have relevance
for my study?” (p. 100). They further noted, “The researcher can draw on both local knowledge,
generated explicitly within the site of the study, as well as bigger data sets that document trends
that might have relevance for the study” (p. 100). In my role, I often used Excel documents,
Word documents, notes from meetings, and emails to keep track of my work and to assist me in
my practice. All of these archival forms of data that were relevant to my professional practices
with the two schools contributed to the data collected.
Data Analysis
Data were analyzed using a combination of deductive and inductive coding. This allowed
me to use what I already knew and be open to new discoveries contained in my data (Feldman et
al., 2018). Saldaña (2013) suggested two cycles of coding. In my first cycle of coding
(deductive), I carefully read through my data, moving quickly at first (Charmaz, 2006), to
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identify text (sentences, paragraphs) that aligned with the themes derived from the literature
review (see Table 3) and then re-reading to check for accuracy in my coding. In my second cycle
of coding (inductive), I read through my data again, paying attention to text that had not been
coded and creating codes to describe what I saw happening in the text. Corbin and Strauss (2008)
talked about this process as putting conceptual labels on the data. Again, in this cycle of coding, I
then re-read the data and the text I had coded to check for accuracy in my coding.
Validation Strategies
Three strategies were used to ensure trustworthiness and credibility of this study:
triangulation, critical friends, and researcher reflexivity.
Triangulation
Feldman et al. (2018) identified triangulation as one method to increase the quality of an
action research. One strategy for triangulation is using multiple data sources (Herr & Anderson,
2014; Merriam & Tisdell, 2016). For this study, I used multiple data sources: school district
vacancy data; notes, logs of my interactions with principals and applicants, and emails;
electronic journaling, notebook journaling and voice recording. In data analysis, I coded and
cross-checked codes in data across these data sources. Patton (2015) explained that
“triangulation, in whatever form, increases credibility and quality by countering the concern (or
accusation) that a study’s findings are simply an artifact of a single method, a single source, or a
single investigator’s blinders” (p. 674).
Critical Friends
Feldman et al. (2018) stated, “A critical friend is someone who has empathy for your
research situation and can relate closely to your concerns. At the same time, he or she is able to
provide you with rich and honest feedback” (p. 48). Throughout this study I shared my findings,
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discoveries, and/or reflections with critical friends: my Action Research Group (ARG), the
district recruitment manager, the application center manager, the principals of the two schools,
and a colleague HR Partner. I asked for their feedback to help me clarify ideas and identify
action strategies (Feldman et al., 2018).
My ARG was formed when I took an Action Research course in spring 2018. During the
course we self-selected to be part of a collaborative group with whom we shared ideas, thoughts,
frustrations, and feedback. My group was composed of two principals and one district
administrator. Each person was executing a research project, but none of us was doing research
in the same area. I met monthly with my ARG.
Thick Description
Thick description in qualitative research refers to giving detailed descriptions, examples,
and interpretations of situations. “Thick description refers to the researcher’s task of both
describing and interpreting observed social action (or behavior) within its particular context”
(Ponterotto, 2006, p. 543). From the data I collected during this study, detailed examples and
descriptions were provided lend insight into the context, interactions, protocols and procedures
followed, and my interpretations of what I experienced and found in this study.
Reflexivity
Researchers need to explain their biases, dispositions, and assumptions regarding the
research they conduct, so the reader can better understand how the researcher might have
influenced the study. Maxwell (2013) explained that “qualitative research is concerned with
understanding how a particular researcher’s values and expectations influenced the conduct and
conclusions of the study” (p. 124). This study focused on my own practice, so it is important that
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I describe my background and the experience and preparation that has led to this focus in later
stages of my career.
I began my teaching career in 1981. After graduating from college, I returned home to
Tampa to find a teaching position with the School District of Hillsborough County (SDHC), as it
was called then. I could not get a position at that time because there was a freeze on hiring, so I
searched the classified section of the newspaper to find a position at a private school. During the
summer of 1981, I was offered a position at a private school in the city. I worked there for four
years.
The freeze finally lifted in SDHC, so I started applying for positions with the public
school system. I was offered a position at an elementary school in a high-poverty community. I
worked at this school for nine years. While working there, I was very involved with the school
and the community. I lived across the street from the school for the first year and a half. I taught
adult basic education classes in the afternoon for a year. When my school received a grant, I was
one of the teachers who went out in the community and provided parents with learning activities
they could use with their kids at home. I also served in various leadership positions at the school.
I can remember incidences in which substitute teachers would leave the school and not
tell anyone because of the behavioral challenges they were facing. I can remember teachers
crying because of the challenges they faced in managing their students or because a parent had
been yelling at them. When I worked in the community, I would often see young kids outside
playing, unsupervised, late in the evening. Many of the parents were struggling financially to
meet the needs of their families.
I share this because I got to learn about the challenges educators faced while working in
high-poverty schools. After working there, I really got to know the community and the families
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that lived there. In 1994, I left the school because I received a promotion to assistant principal at
another high-poverty school. This school was very similar to the one I had left. The free and
reduced-price lunch percentage was at or near 100%, just like the school I left. A year or so after
starting there, there was legislation being discussed in Tallahassee about implementing school
grading and offering parents choice scholarships and/or vouchers to get their children out of
failing schools.
In 1995 my school landed on the list of low performing schools in the state. My principal,
at the time, rallied the staff. We went knocking on doors in the community for a town hall
meeting at the school where my principal gave a message on how we needed to come together as
a community to enhance the quality of the education we were providing our students. She also
invited the Commissioner of Education, Frank Brogan, to our school. She took him around our
school and told him we are not an “F” (failing) school. We worked hard the next year, but my
principal retired, and a new principal came. Our school improved some, but we were still
considered a low-performing school. I left the school in 1997 to become the assistant principal at
a middle school, and school grading officially began in Florida in 1998. Both of my first two
public elementary schools received a “D” grade their first year of school grading.
I left the second elementary school in 1997 to become an assistant principal at a school
that was a part of my school district but served students and families in a rural community. My
previous experience allowed me to work with students who lived in inner-city poverty, and now I
served families who lived rural poverty. Many of them lived in trailers that were in devastating
conditions, sometimes lacking basic sanitation. I worked at that school for five years and then
became the principal of an inner-city middle school, actually the school I attended when I was in
seventh grade. I left that school after three years to become the principal of the middle school
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that was in a rural community that I left as an assistant principal. When I first arrived there, it
was not a Title I school; however, because of demographic changes over the next two years, it
became one.
As principal of both schools, I faced many challenges when it came to filling my
instructional vacancies. At the inner-city middle school, it was difficult because I did not have
many teacher applicants applying for my vacant positions. My secretary would advertise our
vacancies, but we would have one or two people apply, and, at times, no one applied. When I
first went back, as principal, to the rural school that was not Title I at the time, from a recruiting
perspective things were great. I would have several applicants apply for most of my vacant
teaching positions. However, when my Title I percentage increased, fewer and fewer applicants
applied for my positions. When I compare the two schools, I received more teacher applicants at
the rural school than I did at the inner-city school. I am not sure of the reason, although the
inner-city school did have a reputation of being a challenging school, so that could have been
one of the factors.
I have been a classroom teacher (9 years), an assistant principal (8 years), a principal (12
years) and an HR Partner (5 years). Throughout my administrative career, I have been
responsible for selecting and hiring teachers. One of my main responsibilities, as an HR Partner,
is to support and assist principals with filling vacant instructional positions. I shared my story
earlier because I have a deep passion to help and support the principals I worked with, especially
those who work in high-poverty schools, and I understand fully both the importance and the
challenges of hiring and retaining high quality teachers in the most needy communities.
I have worked in HCPS for more than 33 years. The vast majority of my teaching and
administrative experiences have been in or with Title I schools. I know from personal
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experience, working in Title I settings, the joys and pleasures of meeting the needs of the
students and families in these types of school communities. I have lived through the challenges
of working in schools where the principal and the staff are constantly working to improve their
school grade. In addition, since I have been a site-based administrator, principal and assistant
principal, I know the challenges principals face when trying to attract and find quality teachers.
Holloway (2011) stated, “[A]ll data are the results of interpretation and systematic
reflection on the implications of such interpretation at several levels” (p. 113). All in all, I was
very connected to the research I conducted and very aware that all the approaches I considered,
the decision I made during the research/evaluation process, and the insights I had filtered through
my experiences and were interpreted through me, the researcher.
Limitations
This study focused only on two Title I schools within HCPS, a large school district in
Florida. I selected these two schools because the district was going through many changes at the
time of the study. During the 2017-18 school year, for example, I worked with nearly 50 school
sites; however, due to the restructuring of the district into five areas, the number of schools I
worked with changed. The schools I selected for this study had over 15 vacancies in April of
2019, and I worked consistently with these schools through August 2019.
School vacancies fluctuated throughout the school year. My only access to applicants for
teaching positions were those in the district’s application system (AppliTrack) and those I met
when I went on recruiting trips to help meet the needs of our schools. I worked closely with the
recruitment manager to develop recruiting strategies that she could possibly fund to meet the
needs of my schools.
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Chapter Summary
This chapter provided a description of HCPS district and the schools that are included in
this study. The chapter described the methods used to conduct the study, as well as validation
strategies, researcher reflexivity, and potential limitations.
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CHAPTER FOUR:
HUMAN RESOURCE PRACTICES

This chapter offers a description of the differences in the hiring processes and protocols
in the schools in the study. It also provides a description of my practices as HR Partner with
these sites, highlighting my email communication, my use of vacancy data, my use of the
district’s application system, and my on-site visits with examples from my journal. These
practices are provided here to give the reader a general sense of my work with the schools in this
study.
Description of School Practices
The principal at School 1 had been a principal for over eight years, but this was her first
experience working at a high-poverty Title I school. She had been at School 1 for less than a
school year when the 2019-20 hiring season started. The principal’s secretary at School 1 was
new to her position and new to the school like her principal.
The principal at School 2 was a first-year principal. She was appointed to her position in
April of 2019 when the previous principal was transferred to another site. The principal at School
2 also had less than a year of experience when the hiring season started, but she had over
12 years of experience in high-poverty Title I schools as an assistant principal. The principal’s
secretary at School 2 had several years of experience at School 2 and was very familiar with the
roles and responsibilities of her position. However, she transferred to another school in June of
2019, and the school hired a new secretary who had no experience.
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School 1 Practices
The principal and her secretary at School 1 sent me all the applicants who emailed or
called them to apply for one of their positions. They also sent me the applicants that were sent to
them by their Leadership Specialist, a supervisor that supported and coached school principals
and worked with them on curriculum and staffing plans. They wanted me to ensure that
the applicants had active applications and were certified for one of their vacancies. For the ones
sent to them by the Leadership Specialist, they wanted me to email the applicants’ resumes,
applications, on-line references and/or their evaluation or observation information to them.
There are three ways applicants’ information can be sent to schools from the application
system. One is to send emails that have links to the applicants’ application in the
system. After the school opens the emails, they click the links in it to see the applicants’
information. The link takes them to the online application system to log in. Once in the system,
the links take them directly to the applicants' information. The second method is similar to the
first, but instead of receiving a link in an email with applicants’ information, they receive an
email from the system itself with attachments of the applicants resume, application, online
references, reference letters, evaluations and any other information the applicants uploaded. The
last method is the one I used. I have learned over the years that principals appreciated this
method. However, instead of sending schools multiple attachments from the system, I sent
myself the applicants’ information and then forwarded those emails to the schools. This way the
principals did not have to log into the system and then download the materials they wanted. In
addition, they know who sent them the email. If the application system sent an email, it looked
like this: mailbot@applicationsystemdomain - application system emails. If I sent them an email,
it looked like this: herbert.peeples@schooldistrictdomain – district’s emails.
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The principal and secretary of School 1 met several times a week to go over the
principal’s calendar and schedule. The principal told her secretary how much time to allocate for
an interview. When they had applicants to interview, the secretary scheduled them on the
calendar that they shared. Each morning the principal’s secretary printed out her schedule for the
day and placed it on her desk.
My role in assisting with the interviews was that they sent me the names or resumes
of applicants who applied for their positions. I ensured that the applicants had active
applications with the school district and were eligible for their vacant positions. For applicants
who were not eligible, I worked with the application center representatives to ascertain
if they could become active. If they could, they made them active. If not, they informed the
applicants of what they needed to do to become eligible. In either case, I informed the
school of their applicants' status - active or inactive. For the ones who were active, the
principal’s secretary called and arranged an interview and placed it on the principal’s
calendar. The principal did most of her interviewing by herself or with my
assistance. She also allowed me to interview on her behalf when she was out of town or
unavailable. If she (or we) liked the applicants that were interviewed, she would
call their references, or she would ask me to call them for her. If the interview went well and the
references were positive, she offered the applicant a position at her school.
School 2 Practices
School 2 sent me applicants whom they could not find in the application system
and internal applicants (teachers who already work in our district) for whom they wanted
observation and evaluation data. The principal’s original secretary knew how to look in the
application system to identify applicants who had applied for positions at School 2. However,
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when she transferred to another site in June, the new secretary hired was not adept at using the
district’s application system, so I looked in the system for them several times during the week
and forwarded them the information for applicants who had applied for positions at School
2. The principal and her secretary also had a shared calendar, but their system was different.
When applicants applied for positions at their school, the secretary looked I in the
application system to ensure the applicants were active. I supported her with this when she
was too busy. Instead of arranging an interview with the principal, she sent the applicants’
information to a subject area leader (SAL). SALs are similar to department heads in high
school. They are teacher leaders who are responsible for teachers in a content area, like math,
English, etc. The SAL interviewed or screened the applicants and shared findings with the
principal. If the findings were positive, then the principal interviewed the applicants. If her
interviews were positive, she or the SAL checked the applicants’ references. If they were
favorable, the principal offered the applicants a position at her school.
Description of HR Partner Practices
Email Communication
Due to the schools’ different practices in identifying applicants, interviewing, and
checking references, one school relied on me much more heavily than the other. This is indicated
in our email correspondence.
Email was our main means of sharing information. It was used to send and
receive applicants’ resumes, applications, references, and letters of recommendation, as well
as provide schools with evaluation and/or observation information of internal teachers who were
applying for positions. The principals and their secretaries used email to ask me to reach out to
applicants on their behalf. In addition, applicants emailed me to ask questions about what their
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salary would be, when they would receive their hiring packets or when they would get processed.
School 1 frequently sent me emails to ascertain whether applicants, who had emailed them or
who had been sent to them by a Leadership Specialist, had active applications.
Schools cannot readily see applicants’ information right after they complete their
applications to the school district. Before they can see the applicants’ files, a representative from
the application center must vet the applications. These representatives make sure that applicants
have a bachelor’s degree or higher and are eligible to teach either by being an education major or
by passing a certification exam. The representatives review their criminal history and ensure that
their references are from a current supervisor and not from supervisors from several years
back. Only candidates who pass this vetting process are made active by the application center
representative. Once applicants are active, school sites can see applications and other documents
uploaded in the system, such as resumes, past evaluations and/or letters of recommendation. As
an HR Partner, I can see non-active applications that the schools cannot see, so they often
reached out to me if they could not find an applicant in the system.
School 1 corresponded with me a lot more often than School 2. Table 5 captures the types
and number of emails that were transmitted between me and these schools during this study.
There were 329 emails with School 1 and 83 with School 2.
Regarding Applicants Sent to Schools, I sent 44 to School 1 and 59 to School 2. These
were applicants I found in the application system that were eligible for employment and certified
for the schools’ vacant positions. For example, on April 24, the principal of School 2 sent me an
email:
Good morning,
Can you please assist with some potential candidates for science?
I need two 8th grade science (background should be physical science) and one 6th grade
science (background should be earth science). Thank you!
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Table 5
Frequency and Types of Email Correspondence
Type of Email
Applicants Sent to Schools
Active Application Checks
Applicants Attachment Documents
Evaluation/Observation Information
Reference Checking
Request to contact applicants or miscellaneous emails
Scheduling Interviews
Vacancy Data
Total

# School 1
44
96
76
16
15
50
30
2
329

# School 2
59
5
0
6
0
5
0
8
83

Science teachers are difficult to find because there are not a lot of candidates applying for
science positions, but I searched the system several times a week to identify newly active science
teachers for the principal of School 2. I emailed her two candidates on May 6, and one on May 7,
10, and 13. All of them were active for science. I also sent applicants to my schools without their
request because I was aware of their vacant positions. On May 13, for example, I sent School 1
applicants for grade 1, grade 2, grade 3, grade 5 and art. Both schools were emailed applicants’
information throughout this study based on their vacant positions.
There were 96 correspondences regarding Active Application Checks with School 1 and
five with School 2. Whenever School 1 received applicants who were interested in a position at
the site, they sent them to me to find out if they had active applications. One prime example of
this occurred on May 1. School 1 sent me emails they had received from a guidance applicant, a
VE (varying exceptionalities) applicant, a first-grade applicant, and a second-grade
applicant. For the guidance applicant I responded, “This one has not started an application to the
district yet. I will call her.” For the VE candidate, I wrote,
This applicant is good. He has an application and it is active for VE/ESE. He will have to
sign an agreement to earn for elementary but that is not a problem.
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The VE candidate would have to earn six credits in elementary coursework and/or take the
State’s Elementary Certification examination in the first year of employment with the district.
For the first-grade applicant I noted, “This one is good. She is active for elementary.” And, for
the second-grade candidate I stated,
This applicant has passed all of her test. Her application is not active yet. If
decides
to interview her please tell her to look at pages 7 and 8 of the above attachment. I think
she should hold off interviewing her because of pages 7 and 8 on the attachment. Call me
if you have any questions.
This second-grade candidate did not have a favorable reference. I pointed that out by telling the
principal to look at the two pages. School 2 did these checks themselves and only requested my
assistance five times. Each time it was for candidates who did not have an active application.
Leadership Specialists in our district also provided schools with candidates for their
vacant positions. They sent them emails from the application system that contained links to the
applicants’ applications. When School 1 received candidates from them, they forwarded them
to me so I could provide them with the applicants’ documents (Applicants Attachment
Documents). School 2 did not make these types of requests. The principal’s secretary looked up
the applicants in the system. However, there were 76 correspondences with School 1. On May
2, I wrote the entry below in my journal:
I had a dental appointment this morning. While at the dentist’s office I received a call
from my elementary school principal. She sounded overwhelmed because she had
received around 20 emails from a Leadership Specialist with applicants' names instead of
attachments. She needed help sorting them and scheduling interviews.
The principal forwarded the emails she received from the Specialist to me. The emails contained
links to the applicants’ information in our application system. Upon arriving at the school, I
downloaded their resumes and/or applications, their references and started reaching out to the
applicants on the school’s behalf. I did not assist with setting up interviews each time they
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received applicants from the Specialist, but I always sent them the applicants’ attachment
documents in an email.
When internal applicants applied for positions, the schools would reach out to me for
evaluation and/or observation information on them. Teachers who worked in our district more
than one year had both, but teachers with less than one year had only observation data. Because
School 1 sent all their applicants to me to find out if they were eligible for their positions, I
communicated with them 16 times regarding Evaluations/ Observations Information, whereas I
only communicated six times with School 2.
Table 6 illustrates the classroom observation data sent to School 1. The teacher had less
than one year of teaching experience, so she only had observation data, and she was observed
three times.
Table 6
Applicant Observation Data Sent to School 1
Domains
Domain 1:
Planning
and
Preparation
Doman 2:
The
Classroom
Environment
Domain 3:
Instruction

Domain 4:
Professional
Responsibilities

Competency
Knowledge of Content
Knowledge of Student
Set Instr Outcomes
Know Resources & Tech
Design Coherent Inst
Create Environment
Establish Culture
Manage Procedures
Manage Behavior
Organize Space
Communication
Use Questioning
Engaging Students
Assessment in Instr
Demonstrate Flex
Reflect on Teaching

Observation 1
RA
P
RA
P
RA
P
P
RA
RA
P
RA
P
P
A
P

(RA = Requires Action, P = Progressing, A = Accomplished)
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Observation 2

Observation 3

P
P
P
P
RA
P
P
P
RA
P

P
P
P
RA
A
P
RA
P
P
A

Observation 1 was a formal observation that lasted 45 or more minutes, and the other two
were informal observations that lasted around 20 minutes or less. RA (Requires Action) is the
lowest rating a teacher can receive. Progressing is the next lowest. Principals prefer to hire
teachers with Accomplished (A) ratings.
Table 7 provides an illustration of a teacher’s evaluation data sent to School 2.
Table 7
Applicant Evaluation Data Sent to School 2
School Year
Year
Year
Year
Year
Year

Site
1111
2222
2222
2222
2222

District Level
3
2
3
3
3

State Level
E
NI
E
E
E

Overall Score Evaluation Type
50.29
Teacher
42.14
Teacher
51.08
Teacher
52.98
Teacher
61.89
Teacher

Teacher evaluation in the State of Florida rates teachers by four levels of performance:
Highly Effective, Effective, Needs Improvement, and Unsatisfactory. The teacher evaluation
data presented in Table 7 indicates that the teacher was rated as Effective (E) four of the five
years she worked in the district and Needs Improvement (NI) one year. She had worked at two
different school sites.
Teacher evaluation in the school district rates teachers by five levels of performance and
provides an overall score. Table 8 identifies the performance levels and overall score ranges.
Table 8
School District Teacher Performance Levels and Score Ranges
Score Range
Below 42
Below 46
Below 63
Below 70
Below 100

District Level Rating
1
2
3
4
5
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State Level Rating
Unsatisfactory
Needs Improvement
Effective
Highly Effective
Highly Effective

The table notes two levels that are labeled ‘Highly Effective.’ This is the district’s choice of
label; the score range and level rating are what differentiates the teachers in terms of scoring at
the low end or high end of the rating label.
Reference Checking is done for applicants the principals want to hire. Sometimes
references are checked prior to interviewing applicants, but it should be done prior to offering a
candidate a position at the school. It is not a mandate, but it is highly recommended. When
schools send offer forms through our application system, they must indicate the names of
references contacted, their titles and their comments.
At least one reference must be checked – an immediate or previous supervisor. Reference
checking involves the principals, or a staff member, calling the applicant’s previous supervisor
and getting his or her feedback on the person’s performance as an employee. They always try
to talk with the applicant’s principal or assistant principal if they had teaching experience
or to a supervising teacher or internship professor if they were a preservice intern. For
candidates with no educational experience, they talk to their most recent supervisor.
School 2 did all their own reference checking. However, School 1 and I corresponded 15
times about reference checking. Whenever I checked references for them, I always took
notes and emailed them to the school. On May 7, 2019, for example, I sent this email with the
feedback I received from a counselor’s supervisor:
I talked with her supervising counselor. She said that she did a great job. She sat in parent
meetings, meeting with students and dealt with attendance issues. She felt that her mental
health background is a great asset. She is open to feedback and will be a good counselor.
On May 20, I emailed the school the following information regarding an applicant who had
applied for a special education position. I talked with a former principal who said:
•

She was in a self-contained class for him.
56

•
•
•
•
•
•

He had no issues with her.
She was one of his better teachers.
She spent time after school collaborating with other teachers.
He does not remember any parent complaints, other than one helicopter parent
that would be an issue for anyone.
She made his job easier.
He said he would rehire her back in a heartbeat.

I did not always get feedback from School 1 each time I did reference checks for them, but for
this one, the principal responded, “Ok. I will offer her a position. So, we don’t need any more
access points if she accepts.”
Schools are very proficient with answering candidates’ questions regarding things that
happen at their school site, like the staff meeting schedule, planning periods, conference days,
etc. However, when it comes to questions regarding their salaries, dates when they will get
processed (the time when they come to the district office to have their orientation, complete any
certification requirements, learn about insurance, retirement and get fingerprinted), or other
human resource types of questions, they are not as knowledgeable. Sometimes the principals just
needed some advice on what to do. There were 50 such correspondences (Request to Contact
Applicants or Miscellaneous Emails) between myself and School 1 and five with School 2.
An example with School 2 happened May 14. An applicant emailed me the message
below after the school sent the candidate my contact information:
Hello. I received and filled out/replied to the below offer/form. Are you my future HR
Person, or will someone else from the county take over for future logistics as far as steps
to be hired, benefits, pay, etc.?
I replied,
Great! There will be someone else who will take care of you. Always feel free to reach
out to me if you have any questions.
You should be receiving a hiring packet in the next few days. When you get it please call
and set up an appointment to get processed.
Congratulations! Welcome to Hillsborough County Public Schools!
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Sometimes the school copied me on an email that they sent to an applicant as a means of asking
me to reach out to the applicants. On July 2, for example, a person who received a job offer from
School 1 emailed them because she was having an issue with getting processed and attending the
new teacher orientation and training that our district provides new teachers. The principal wrote,
I will have my HR partner, Mr. Peeples, contact you. I will be out of town for training
until 7/22. You can also contact my secretary
at the school. She is
back from her vacation.
After I received this email, I called the applicant and told her that we were really backed up with
processing and, unfortunately, would not be able to get her processed in time to attend the new
teacher orientation.
On another occasion, School 2 needed some advice. The principal sent me, her
Leadership Specialist, the ESE supervisor, and the English supervisor the following email on
July 8. She wrote,
Hello All,
(She listed her vacancies.)
I am receiving resumes and setting up interviews, but then they do not show or call to
cancel.
Does anyone have any advice? Please and thank you!!
I responded back to her, “Keep it up! Applicants have been doing the same thing with other
schools.” I knew this from personal experience. On May 6, I wrote the below entry in my
journal,
I am amazed how the applicants that I am reaching out to do not respond to emails or
phone calls. If I were looking for a position, I would make sure I checked my email
daily. One of the applicants I reached out to today did not have their voicemail set up on
their phone. How crazy!
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The schools had questions about the bonus units (extra teaching positions) they were receiving,
questions about interns and/or copied me on emails to applicants so they could reach out to me if
they had any questions.
School 1 reached out to me to assist them with Scheduling Interviews; School 2 did not.
During this study, I assisted the principal of School 1 with many interviews. There were also
times when the principal was out of town or on vacation or not available to interview, and
she asked me to interview on her behalf. When asked, my only request of her was that members
of her staff, assistant principal and/or teacher leaders join me which was not an issue with
her. I met with her secretary to select some interviewing days that worked for her teacher leaders
and/or one of the assistant principals. I called and/or emailed applicants and arranged their
interview date and time. If the applicant was from out of town, we shared Skype addresses with
one another. I informed interviewees to bring a list of their references with contact information to
their interviews. We also discussed which positions they were applying for.
Once I had candidates scheduled for interviews, I sent a copy of the schedule to the
school, indicating the date, time, name of the applicant, and position applied for. There might
have been one interview in a day or four. I met with the interviewing team before the
interviews. I gave them copies of the applicants’ resumes or their online applications, online
reference letters (if available), their online references, the interviewing schedule, and a set of
interviewing questions. Before the applicants came in for the interview, we decided which
interviewing questions we were going to ask, as well as the order in which we would ask the
questions.
On the days of the interviews, I informed the two front office secretaries that I had
candidates and told them where the interviews were being conducted. When applicants arrived,
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one of the secretaries would inform me, and I would go out to meet them and then walked them
to the room where the interviews were being held. I started the introductions and let the
interviewers introduce themselves with their name, position, and anything else they wanted to
share. Then the applicants introduced themselves, and the interviews started. At the end of the
interviews, we gave the candidates an opportunity to share any last comments. Then I
walked them to the front office, got their references before they exited the school, and walked
back to the interviewing room. In the room, we shared our thoughts regarding the applicants.
If the team wanted to hire, I checked the references. If references were positive, we made the
offer. If not, we did not.
Throughout this study Vacancy Data were requested from the schools via email or phone
call. School 1 provided this information mostly through phone calls, and School 2 responded
through email. Correspondence through email regarding vacancy data was minimal, twice with
School 1 and eight times with School 2.
Vacancy Data
One strategy I used to support my schools was keeping track of their vacancy data. Table
9 illustrates the vacancies of School 1 and School 2. Open hiring for Achievement Schools
(turnaround schools) began on April 8, 2019 and ended the first day of preplanning for the
district which was August 2, 2019. I concluded tracking vacancies on August 9, 2019 to capture
any of their late hiring information.
Tracking vacancy data was very challenging because data changed daily. A vacancy
reported on one day could be filled the next day, or one that was not reported could become a
vacancy due to a teacher transferring, so it was constantly changing. I used a combination of two
resources to obtain the information for these two schools. Our application system contained
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Table 9
Vacancy Data School 1 and School 2
Date

School 1
Number Change
School 2
Vacancies
+/Vacancies
4/12/2019 1 - K, 2 - HS, 1 - 1st,
18
2 AP, 1 autistic, 1 social
2 - 2nd, 2-3rd, 2 - 4th,
studies, 3 science, 2 English, 3 math, 1
2 – 5th, 1 art, 1
PE, 1 reading, 4 VE, 1 business
guidance, 1 PE, 1
technology
music, 1 VE, 1 speech
4/26/2019 1 - K, 2 - HS, 1 19
+1 2 AP, 2 autistic, 2 social studies, 5
1st, 3 - 2nd, 2 -3rd, 2 science, 3 English, 3 math, 1
4th, 2 – 5th, 1 art, 1
PE, 4 reading, 6 VE
guidance, 1 PE, 1
music, 2 speech1 VE,
1 speech
5/10/2019 1 - K, 1 - HS, 1 - 1st, 2 18
-1 1 AP, 1 autistic, 1 social
- 2nd, 2 -3rd, 2 - 4th, 2
studies, 3 science, 3 English, 2 math, 1
– 5th, 1 art, 1
PE, 2 reading, 5 VE
guidance, 1 PE, 1
music, 1, ESE, 1 VE,
1 speech
5/24/2019 1 - K, 1 - HS, 1 14
-4 1 AP, 1 social
1st, 1 - 2nd, 1 -3rd, 1 studies, 2 science, 1 English, 2
4th, 2 – 5th, 1 art, 1
reading, 4 VE
guidance, 1 PE, 1
music, 1 ESE,
1 speech
6/6/2019 1 - K, 1 - HS, 1 - 1st, 1 13
-1 1 AP, 1 English, 2 reading, 4 VE
- 2nd, 1 -3rd, 1 - 4th, 2
– 5th, 1 art, 1
guidance, 1 PE, 1
music, 1 speech
6/20/2019 1 - K, 1 - HS, 1 - 2nd,
8
-5 1 English, 2 reading, 4 VE
1 -3rd, 1 - 4th, 2 – 5th,
1 speech
7/5/2019 1 – 4th, 1 – 5th
2
-6 1 English, 2 reading, 4 VE
7/25/2019 1 – K, 1 – 3rd, 1 – 4th,
4
+2 1 English, 1 reading, 3 VE
1 – 5th
8/9/2019 1 – 4th, 1 – 5th
2
-2

Number Change
+/19

28

+9

19

-9

11

-8

8

-3

7

-1

7
5

0
-2

0

-5

(K = kindergarten, HS = head start, PE = physical education, AP = access points & VE = varying exceptionalities)
this information. After logging into the system, I searched for my schools, saw their vacancy
information, and compared it to the information I receive from the school before I recorded it in
my journal. Schools were responsible for keeping the system up to date. This created a challenge
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in using the system. Schools often did not keep it up to date. Therefore, I emailed and/or called
the schools to obtain their vacancy information. I used both methods to get their vacancy
data. When they did not respond to my emails or calls, I used the information in the system.
If they responded to my emails or calls, then I used the information they supplied me. I tracked
this data every two weeks on Fridays. During the months of June and July (except for the week
of July 4), we worked four-day weeks that ended on Thursdays. I went on vacation the second
and third weeks of July, so I recorded the schools’ vacancy data at the end of the week in which
I returned (July 24).
Both schools started off with nearly 20 vacancies. School 1 had 18, and School 2
had 19. School 1 had its first big drop in vacancies on May 24, 2019. Its second big drop was on
June 20, 2019. And its greatest drop was on July 5, 2019. All other drops between two-week
time periods were one or two or increases of one or two. School 2 had a huge jump in their
number of vacancies in April and May: 18 to 28 from April 12 to April 26, then a drop of nine on
May 10, and another drop of eight on May 24. The rest of their changes were three or less,
except at the end where they dropped by five.
Both schools were successful in filling their vacancies. School 1 had only two
vacancies to start their school year, and School 2 had all their vacancies filled. We worked hard
to have a teacher in all their classrooms.
Application System
One tool I heavily relied on was our AppliTrack Application System. It helped me keep
track of each school’s vacancies. Though it was only as accurate as the updates the schools
entered, it gave me a general sense of which positions the schools were looking to fill. I emailed
and/or called them to get a sense of their vacancies also.
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Several times each week I searched the system to find applicants who applied for vacant
positions at my schools. During the process of an applicant completing an application to the
district, they must select one or more positions they are interested in. To do this, the system
allows them to see the vacant positions available, like third grade self-contained, fifth grade math
and science, seventh grade languages arts, and so forth. When they see these positions, they also
see which schools have them. So, while they are completing their applications, they must select a
position that the schools post. I went into the system to identify applicants who had recently
applied for positions. School 1 needed a lot more support in this area than School 2, as noted
earlier in email communications.
Searching the system for applicants who had applied directly to the school was very
useful. When I sent the schools applicants who applied for positions at their sites, I always sent
them the applicants’ resumes or applications, reference information and/or their evaluation
information so that the principals would have all this information easily accessible. For
example, on May 6, 2019, I sent School 2 applicant information with the message: “This
applicant applied to your access points position through AppliTrack. She is active for English
and Reading. She would have to do an agreement to earn for ESE.” This let them know that the
applicant had an active application and needed to sign an agreement to earn 6 credits and/or take
the Exceptional Student Education certification exam in the first year of employment in the
district. On May 13, 2019, I sent them another applicant with this message, “This applicant
applied for your VE position through AppliTrack.” From this message the school knew that the
applicant applied specifically for one of the VE (varying exceptionalities) positions.
I also did the same with School 1. On May 13, 2019, I sent them the email message, “All
of these applicants applied for a primary position at School 1.” This email had six applicants’
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credential attached to it. All the applicants had active applications. The applicants who applied
directly for positions at their school sites were more appealing to schools because they had
a particular interest in a position at their site.
I also used the application system to identify applicants for my schools who had not
applied for one of their vacant positions. In the system, I searched for applicants who were
certified in their vacancy area, such as, 1st grade, 4th grade, math, science, physical education,
etc. I used their vacancy data to assist me in identifying the correct applicants to send to my
schools. When I identified applicants for my schools, I always sent them the applicants’
resume or application, references and if available, any evaluation information. These
applicants had not applied directly for positions at my schools, so it was very important that I had
a system of knowing which ones I sent to my sites and which ones I had not.
I used an Excel spreadsheet to keep track of the applicants I sent to my schools (see Table
10). Names, phone numbers, email addresses of the applicants have been removed, but the dates,
applicant skill, city, state, and comments are from my spreadsheet. The application system
allowed me to download an Excel file with this information. It was a four-step process to obtain
the file from the system. First, I searched for the type of applicants I needed like first grade,
second grade, math, science, etc. For example, for Grade 1 applicants, I did a search for Grade 1,
and a list of applicants who were eligible to teach Grade 1 was created. The system allows me to
control what information I wanted regarding the applicants, so I selected seven categories –
name, applicant skill, daytime phone, home/cell, email, city, and state. Next, I clicked the
download to Excel icon and created the document. Third, I looked at each applicants’ skills
to ensure they were eligible for Grade 1.
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Table 10
Sample Applicant Tracking System Data
Date
5/6/19

Full
Name
AAAA

5/8/2019 CCCC

5/31/19 GGGG

6/25/19 TTTTT

7/24/19 EEEE

Applicant
Skill
Middle
grades
general
science
Music

Daytime Home/Cell
Email
Phone
xxx-xxx- xxx-xxx- xxxx@gmail.com
xxxx
xxxx

xxx-xxx- xxx-xxxxxxx
xxxx

Elementary xxx-xxxEducation, xxxx
Health, PE,
Social
studies,
engineering,
and
technology
Ed
Elementary xxx-xxxEducation xxxx

City
Plant City

State

Comment

FL

5/6/19 Sent
applicant’s
info
to School 2
Called and
left a
message
Send app
to School 2

Hhhhh@gmail.com Ferdinando Beach

FL

xxx-xxxxxxx

Yyyy@yahoo.com Tarpon Springs

FL

xxx-xxxxxxx

Zzzz@gmail.com

FL

Elementary xxx-xxx- xxx-xxxEducation xxxx
xxxx

Tampa

Vvvvv@gmail.com Brandon

FL

Accepted
job at with
another
school
district
Sent app
to School 1

Sometimes, applicants who were not certified in the content area of my search
appeared on my list. For instance, someone certified in social studies or math appeared in my
Grade 1 search. They were there because they selected a Grade 1 position while applying for an
instructional position. Any applicants like this were deleted. Once they were deleted, I added the
Comment column. I followed these steps several times each week to find new applicants who
became active that day or that week for my schools. I added the new applicants, when available,
to my list and sent their credentials to my schools.
The information I kept on the applicants I sent to schools was very useful. The date
column provided me with the date the applicants’ information was viewed, downloaded, and sent
to schools. The applicants’ names, phone numbers, email addresses and other personal
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information were useful when I needed to contact them. It was all in one place. The Applicant
Skill column provided their areas of certification which was helpful to me when I had to follow
up with the applicants about positions at my schools or if I needed to refer them to another one of
my schools. Lastly, I used the comment column to describe what I did with the applicant, such as
sending applicants’ credentials to the school or noting the applicant had been hired in another
school district. This was useful to me when I looked at applicants’ information days or weeks
later.
On-site Support
I spent a lot of time searching the application system, making phone calls, sending
emails, and supporting my schools from my office. I was able to get a lot accomplished from the
office, but there were some tasks that were better accomplished at the school sites. Table 11
illustrates the dates and types of on-site support that were provided to the sites during this study.
Table 11
On-site Support – Types of Support with Dates
Type of Support
General Meeting or Training
Interviews

Met the Staff
Spoke with substitute teacher about
becoming a teacher

Dates – School 1
7/2/2019, 7/3/2019
4/17/2019, 5/22/2019,
5/23/2019, 5/24/2019,
6/12/2019, 6/18/2019,
6/19/2019, 6/26/2019,
6/27/2019, 8/7/2019,
8/9/2019
8/2/2019
4/16/2019

Dates – School 2
6/10/2019

8/2/2019

In early July, I met a couple of times with the principal of School 1. We reviewed her
staff positions and room assignment roster to make sure her new hires were placed in their right
grade level, subject area (like 4th grade math/science) and room at the school, so it would be
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ready for the first day of preplanning for teachers. The principal also had some HR questions she
wanted me to answer. Since the principal of School 2 was new to her position, I arranged a time
to meet with her to train her on how to look up applicants in our application system, to access
some information that human resources only allowed principals to use, and to complete the
human resource onboarding training that we give to all new principals.
I assisted School 1 with interviews a lot which required me to be at the school site. Also,
once the 2019-20 school year started, I went to my schools to see their faculties during
preplanning. Both principals introduced me during their meetings. I had the opportunity to
meet face to face with some of the applicants with whom I had phone conversations or emailed.
Lastly, School 1 had a substitute teacher they were interested in hiring but could not answer his
questions concerning eligibility for employment. They asked me to stop by the school to
talk to him.
Summary
This chapter described the hiring practices and protocols used by the two schools in this
study. It also described practices and strategies I used in working to meet their needs.
Constructing this picture of day-to-day activities from my journal, meeting notes, emails, and
other archival documents from January to August, 2019, provides a context in which to view the
findings of this study in relation to an analysis of my practices and the practices of the school
district.
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CHAPTER FIVE:
FINDINGS

This chapter presents the findings from my work with two high-poverty, Title I schools
from January to August, 2019. The research question guiding this study was: What practices and
strategies were used by a human resource (HR) partner to support principals in high-poverty,
Title I schools in filling their teaching vacancies?
For most of my professional career, I worked in or with high-poverty, Title I turnaround
schools. Principals in these schools have a great challenge in obtaining and maintaining an
instructional staff. As a Human Resource (HR) Partner, one of my main responsibilities was
supporting these schools with hiring. This study is a description and interpretation of my support
of two high-poverty, Title I schools – one elementary school and one middle school. Both
schools are Achievement Schools in Hillsborough County Public Schools.
Table 12 presents the best practices identified through the deductive and inductive
analysis of my multiple data sources. In my first cycle of coding (deductive), I carefully read
through my data, identifying text (sentences, paragraphs) that aligned with the five themes
derived from the literature review: commercial screening instrument, interviewing, interview
procedures, data, and teacher recruitment. In my second cycle of coding (inductive), I read
through my data again paying attention to text that had not been coded and creating codes to
describe what I saw happening in the text. In this cycle I identified four additional themes:
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accessibility; collaborative/facilitative support; information research, management, and
dissemination; and system change/strategic problem-solving.
Table 12
Best Practice Themes in Deductive and Inductive Analysis
Best Practice Themes in Deductive Analysis
Screening System – The district uses a screening system through which applicants apply for
instructional positions. The system provides a question inventory to applicants which rates
their teaching potential as high-quality teachers.
Interviewing – Principals interview and offer positions in their schools, as opposed to the
district placing new hires in schools without the principal interviewing them. Districts provide
interviewing and hiring process training for principals.
Interview Procedures – Principals use behavior-based interviewing questions as well as
questions that are focused on instruction. Principals have a process (e.g., rubric) by which to
select the best applicants. Others assist in the interviews (e.g., assistant principal, lead teacher).
Data – Principals have access to applicant performance data (e.g., past performance
evaluations, past observations, and student performance). There is a system for checking
applicant credentials (e.g., resumes, portfolios, references). Supplemental teacher products are
used to contribute to the principal getting a better understanding of applicants’ teaching
potential (e.g., lesson plans, demonstration lesson/video).
Teacher Recruitment – Districts recruit local talent (e.g., teacher preparation programs in
nearby universities and colleges); offer incentives (e.g., signing bonus, travel expenses, more
pay for positions in low performing or high poverty schools, support for new teachers such as
a mentor, improved working conditions).
Best Practice Themes in Inductive Analysis
Accessibility – The HR Partner is available to school sites in their times of need; even during
non-work hours.
Collaborative/Facilitative Support – The HR Partner collaborates with school personnel and
other district staff members to meet the school’s needs, as well as to help facilitate the school’s
hiring processes.
Information Research, Management, and Dissemination – The HR Partner researches, gathers,
and disseminates information to schools, school personnel and/or applicants.
System Change/Strategic Problem-solving – The HR Partner and district change policies and
practices and create new or innovative solutions to meet the needs, challenges and/or problems
of principals filling instructional vacancies in their turnaround schools.
Analysis of My Practices
Table 13 depicts the intersection of my practices with the best practice themes identified
in the deductive and inductive coding cycles in my data analysis. The table includes the number
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of times these practices were identified (frequency). An “x” in the Practices Used column
indicates areas where my practices connected with the theme.
Table 13
Thematic Analysis of HR Partner’s Support to Schools

•
•

•
•
•
•
•
•
•
•
•
•
•

•
•
•
•
•
•
•

Best Practice Themes
Commercial Screening System
Applicant application system
Applicant inventory and rating system
Interviewing
Principals interview and make job offers.
Principals get interviewing and hiring training.
Interviewing Procedures
Specific questions focusing on instruction
Behavior-based questions
Process to eliminate weak applicants
Process for selecting applicants
Interviewing committee
Rubrics
Data
Teacher observation data, teacher evaluation
data, student performance data
Resumes, portfolios, references
Teacher products (e.g., writing samples, lesson
plan, demonstration lesson/video)
Teacher Recruitment
Recruiting local talent
Improving teacher preparation
Providing a signing bonus
Providing for travel expenses
More pay for low performing or high-poverty
schools
Providing support for new teachers
Improving working conditions
Accessibility
Collaborative/Facilitative Support
Information Research, Management &
Dissemination
System Change/Strategic Problem-solving
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Frequency
107

Practices Used
x

16
x
x
17
x
x
x
x
x
22
x
x

13
x

x

16
34
107
9

Commercial Selection System
The district’s AppliTrack system was the main tool used to identify applicants for
schools. This was by far one of the most heavily used tools to support the schools. The system
was used to identify applicants for vacant positions, get candidate contact information for
interviews, review applicant work history, and identify how their supervisors rated their work
performance.
Email Correspondence was the primary mode of contact through the selection instrument.
As shown in Table 5 in Chapter 4, School 1 reached out to me by email 329 times and School 83
times between January to August 2019. Email was used to send applicants to schools, check for
active applications, attach applicant documents to email to schools, check applicant references,
and view vacancy data. Table 5 also shows areas of highest need differed by school. School 1
made the highest number of email contacts regarding application checks (96), document
attachments (76), and requests to contact applicants (50). School 2 made the highest number of
email contacts regarding applicants sent to schools (59). In addition, while School 1 requested
reference checking (15), School 2 did not. While School 1 requested interview scheduling (30),
School 2 did not.
Interviewing
Principals made job offers to candidates they wanted to hire. An excerpt from my journal
on May 21, 2019 highlights this occurrence for School 1: “The principal let me know that one of
the applicants accepted her offer and I responded - Awesome! You got this...” I, too, had an
impact in this area for School 1. When the principal went out of town or was away from her
school, she allowed me to make hiring decisions on her behalf.
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With School 2 I trained the principal on how to access applicant information as part of
her human resource principal onboarding. This training also taught her how to access our
behavior-based interview questions, demo lesson exercise, and other tools available to assist
principals with interviewing. My journal activity on June 10, 2019 illustrated this: “I went to my
middle school and trained the principal. She allowed her assistant principal to sit in so she could
learn how to do it as well. The training took about an hour.” This training helped them to be
familiar with the tools and resources the district made available to their school administrative
leaders.
Interviewing Procedures
The district has interview questions schools can use. I am not sure of the questions the
principal of School 2 used because I did not sit in on any of her interviews. However, the
principal of School 1 used a combination of the district’s questions, as well as questions she had
used over her years of experience as a principal, which was similar to my practice. The district’s
bank of questions are behavior-based and correlate to the district’s evaluation/observation
instruments.
The principal of School 1, with my assistance, extended interviews to just about every
applicant who applied for one of her positions because she had so many vacancies to fill. The
only applicants she did not interview were the ones who had unfavorable references or poor
evaluation scores. She personally interviewed the applicants, with my support at various times.
She did not use a committee. I used one at her site when she asked me to interview on her behalf.
However, there were a few times I did them for her without one. If the applicants had a
successful interview, she (or she would ask me) called the applicant’s professional reference. If
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the feedback was positive, she offered the person the position. If feedback was not positive, she
moved on to other applicants.
When I used an interview committee at School 1, I allowed each member of the
committee to ask questions. Each of us shared our thoughts regarding the candidates after the
interview when the candidate had left. After everyone shared, we came to a consensus on
whether we should offer the applicant a position at the school site.
The principal of School 2 used her interviewing procedures. One of her subject area
leaders (SAL) interviewed the applicants first. If that went well, then she would interview them.
If the first interview did not go well, she would not interview them. For those who successfully
interviewed, she checked their references, and, if favorable, she offered the candidate a position
at her school. None of us used rubrics for rating applicants during our interviewing processes.
Data
Although protocols for demonstration lessons, writing samples submissions, classroom
observation activities and presentations were available during this study, they were not used.
Both schools used a quick method to get a sense of the quality of the applicants who applied for
their positions. First, they ascertained whether the applicants had active applications. If not, they
would still interview them, but they could not be offered a position until they were eligible for
employment, even if they had a favorable interview. Next, for candidates who had active
applications, they looked at the ratings in the online references section of the application system.
Principals also looked for whether applicants had any teaching experience or held a graduate
degree in the field of education, which they preferred. If not, they would still consider
interviewing them if they had experience as a substitute teacher. For applicants who were trying
to transfer from another school in the district to their school site, they wanted to see their
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evaluation/observation data. They reached out to me for this information. Lastly, if the applicants
had a portfolio or any other artifacts, principals would review them during the interview,
typically not ahead of time.
Teacher Recruitment
My district did not offer signing bonuses or reimbursement for travel expenses to
applicants. However, they did offer more pay for teachers who worked in high-poverty schools,
recruited local talent, and provided support for new teachers. Current and newly hired teachers at
both of my schools received more pay - $7,500 at School 1 and $3,600 at School 2.
In addition, during the months of February and March of 2019, I went on recruiting trips
for my district to our local colleges and universities. On April 8, 2019, I went to the Great
Florida Teach-in in Orlando. My primary role there was to recruit for the district. My journal
entry for that day stated the following:
…Went to Orlando to the Great Florida Teach-in. Some of the Achievement Schools
principals and staff attended. I assisted the applicants by answering their questions about
the district. I assist the schools by getting the info they needed (such as, resumes,
interviewing times, whether they have an active application with our school district or
not, whether they certified for the position they were applying for) on the applicants that
were at the Teach in.
At this event, and any time I interacted with applicants who were applying for positions at our
Achievement Schools, I informed applicants they would receive more pay if they accepted a
position in one of our Achievement Schools. I also informed them that every new teacher to our
district gets a mentor, a veteran teacher who provides them support on a weekly or bi-weekly
basis.
Accessibility
One of my greatest frustrations when I was a principal was the inability to get answers or
information in a timely manner and unavailability of assistance after work hours. As an HR
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Partner, I have always made myself available to my principals. They have my cell phone number
and can send me text messages. When I provide onboard training to new principals, I always tell
them they can reach out to me anytime. Principals’ emails are always the first ones I open and
respond to when I open my email. It is important to me to get answers, information, or whatever
else they may need as soon as possible. This was a theme in this study. Below are some samples
from my data that represent my accessibility to my schools:
Activity: April 23, 2019 - The elementary principal called me today. She wanted me to
stop by her school. I told her I would stop by on Wednesday (the next day). She had a
couple of things she needed my assistance with.
Email: May 25, 2019 - The principal emailed me today (Saturday) regarding an
applicant…I responded and told her that she was on her calendar already for an
interview. I also informed her that while she was away, me and her team offered a person
a VE position and another person a 4th grade position…
Email: June 28, 2019 - We do not work on Fridays during the summer. I received some
emails from the elementary school principal regarding applicants she wanted me to look
up. One of the applicants worked in the district and I provided her with (evaluation)
scores for her…She then asked me to reach out to her to see if she wanted to come in for
an interview. She copied me on another email stating that she was going to transfer the
summer school teacher to her site.
Reflection: July 9, 2019 - While on vacation, I received calls/texts from both of my
schools. They needed assistance getting a couple of applicants’ (applications) active.
They apologized to me once they realized I was on vacation. I told them that it was not a
problem…I called one of the application center representatives and had their applications
worked (vetted). Their applications were made active.
Being available for schools ensures they get the information, advice, and support they need in a
timely manner to make their human capital decisions.
Collaborative/Facilitative Support
Collaborating with principals, their personnel, district leaders and district support
personnel is vital to me in helping my schools make hiring decisions. It is important to me to
work with principals, but at times it might be easier for them if I worked with one of their staff
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members, such as their secretary or assistant principal. I noted this in my journal. On June 26,
2019, I wrote, “I think it is beneficial to the school if I work with anyone the principal wants me
to work with. In this case it is the APs. This helps move the interviewing and hiring process
along.” In addition to working with others, it was important for me to facilitate things on the
principals’ behalf like interviewing applicants, making phone calls to applicants, checking
applicants references, and much more. In reviewing Table 13 earlier in this chapter,
Collaborative/Facilitative Support was the third highest coded area.
During this study, I met with district personnel to help support schools. We collaborated
to ensure we provided applicants to schools and to ensure their positions would be filled. In
addition, I worked with school staff on the behalf of principals to set up interviews, to interview,
check references and to answer applicants’ questions. Collaborating with various school and
district personnel and facilitating school hiring practices were done to aid the schools in their
hiring processes. This is illustrated in the following examples from my journal:
Notes: March 6, 2019 - The HR Partners and Leadership Specialist for Achievement
Schools (AS) had a meeting to target teachers for AS. There was a screening process
developed so we were to make phone calls to applicants who were active and who had
checked that they were interested in working in AS.
Notes: April 9, 2019 - We also shared the importance of being flexible to help support
our schools. Sometimes we are organizing and scheduling interviews, other times we are
providing schools with data and then there are times we are interviewing for schools.
(Notes from HR Partners and Leadership Specialist meeting)
Reflection: April 17, 2019 - I called the applicants. They were able to come in at 1:00
instead of 2:00…the principal had to be at a doctor's appointment at 2:00, I told the
applicants that I would interview them on the principal's behalf at the school. She also
asked me if I would give them a tour of her school. She called me later that day and asked
how the tour went and did they have any questions. I gave her my update.
Activity: May 22, 2019 - Went to the elementary school to interview a VE teacher with
the AP. The principal was out of town. We liked the applicant.
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Reflection: May 22, 2019 - I need to call the applicant's principal tomorrow. If she gets a
good reference the principal would like me to offer her the position. This was my first
interview with someone from the principal's interviewing team. I also gave the AP copies
of our interviewing questions and copies of the applicant’s materials that we would be
interviewing the next 2 days.
Activity: June 18, 2019 - My elementary school principal was out of the office on
vacation. I called 6 applicants to set up interviews for Wednesday. I was able to set up 2.
Information Research, Management, and Dissemination
The Information Research, Management and Dissemination theme involved doing
research on applicants, seeking answers for unusual HR situations, managing that information,
and then ensuring that schools received it. This theme received the same number of codes as
Commercial Selection Instrument theme. Both schools needed my support in this area. I sent
information regarding applicants’ who were eligible for teaching positions at both schools. I
went to the general managers of human resources on their behalf to research solutions to their
difficult or unusual human resource issues. I served as a liaison between applicants and
principals to address questions and concerns or provide critical information. Principals, or their
designee, would reach out to me to obtain information about candidates or investigate a
candidates’ eligibility for employment. I provided them with the information they requested each
time they reached out to me.
The main tool I used to obtain the information they needed was our application system,
although not everything they needed was in the system. I also talked with human resource
personnel, applicants, applicants’ references, other principals, and district leaders to get the
information my school sites needed. I provided them with the information from my research
through email, phone calls and face to face. The below excerpts from my journal support this
theme:
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Email: April 10, 2019 – Sent principal (School 2) an English applicant for one of her
vacancies. She responded and said her secretary would schedule an interview.
Reflection: April 16,2019 – So I went down to see him. He was teaching the students
about factions. When he got a moment, I talked with him briefly, gave him my card and
told him to call me when he had a chance. Later on, during the day, he called me. He was
not eligible for a teaching position because he had a degree in health sciences. He needed
to take the elementary exam to eligible for an elementary teaching position. I explained
all of that to him, got his email address and sent a document to him explaining what I had
just told him over the phone. I also called the principal and told her about our
conversation.
Reflection: April 24, 2019 – Before heading to the school, I talked with the school's HR
department rep and she told me that the PE did respond and he said he was returning but
he did not want to return to the school…I also talked with the HR manager about the
school's PE situation, she suggested the school could hire the temporary PE teacher in
one of the extra units. That was a great idea. I was glad that I ran the school's issue by
her.
Activity: April 24, 2019 - …I had a conversation with the HR department manager
(earlier) about her situation. She suggested that the principal hire the temporary PE
teacher in one of her extra units. When I shared this with her, she was elated and asked if
I would stop by the school on Friday to talk with the temporary PE teacher. I told her I
would.
Email: May 2, 2019 – The principal sent me 42 emails of applicants one of the
Leadership Specialist sent her.
Reflection: May 2, 2019 - The principal had emailed me all of the applicants the
Specialist had sent her. She sent me over 40 emails with applicants. I looked each of them
up individually, printed their info and gave it to her secretary. It took over 3 hours for me
to get everything together. She needed my help to weed through all of the emails…I was
able to go through all of the emails for the principals. Some of the emails she received
from the Specialist were duplicates.
Email: May 6, 2019 – I sent the principal a science applicant who wanted to transfer to
her school from one of our high schools. She applied directly to the school, but the
principal was unaware. I include the teacher’s evaluation scores and a summary of her
most recent observations. I also sent the principal an ESE applicant who had applied to
her school.
Email: May 8, 2019 – The principal wanted me to check a 4th grade applicant's app. I
emailed her back and told her it was active. I also sent her a copy of the only reference
form that her references filled out on her principal to review. I also sent her an art
applicant that was living in Oregon who was very interested in her school.
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Email: May 22, 2019 – I found several applicants for my middle school. I emailed their
materials to the school.
Email: July 31, 2019 - The principal email me about an applicant eligibility.
Reflection: July 31, 2019 - When I did some research on her I found out that she had not
filled out an application to the district. When I looked in our applicant system, I
discovered that 3 applicants had requested interviews for the position. I forwarded the
applicants' info to the principal and her secretary so they could arrange interviews.
System Change/Problem-solving
The district worked with a consultant to enhance their policies and practices with their
high-poverty, turnaround schools. These changes affected the way I supported and worked with
schools. Also, I worked with district leaders, other HR partners, department managers,
supervisors, and Leadership Specialist, to enhances the services we provided schools. This
included sending them quality candidates, providing them with alternate candidates (subs) for
their unfilled positions and helping them solve their human capital problems. Furthermore, I
personally worked with school personnel in assisting them with resolving hiring and/or human
resource issue. Here are some samples of this from my data:
Activity: April 18, 2019 – Today, my HR team met with the consultant group that is
assisting us with making changes to our hiring practices. They specifically wanted to get
feedback from the 2 HR Partners. We are working on a new process to screen applicants
for our Achievement Schools. My partner and I expressed our frustration with the new
process. It was too time consuming and we weren't getting the applicants to the schools
fast enough. I suggested that we (HR Partners) should go to our schools with the highest
number of vacancies, sit at the schools, call applicants, and try to see if the principals
could interview applicants right away. The consultant group like the idea. My boss
thought we should continue the process with any of the applicants we thought it would
beneficial and use my suggestion for the rest.
Reflection: April 24, 2019 – Before heading to the school, I talked with the school's HR
department rep and she told me that the PE did respond and he said he was returning but
he did not want to return to the school. She told him that he needed to have that
conversation with the school. I also talked with the HR manager about the school's PE
situation, she suggested the school could hire the temporary PE teacher in one of the extra
units. That was a great idea. I was glad that I ran the school's issue by her. When I arrived
at the school and got the resumes of the applicants who had applied, I looked at them.
Some of them had applications with the school district and some did not. I recommended
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that the school interview all of them even the ones without applications. If they liked the
ones without application. I thought I could work with them to get their application active.
The principal thought that was a good idea.
Reflection: April 26, 2019 – The meeting with the subs went well. Many of them had
questions about being hired and wanted to know if they are subbing at an AS now, they
would be able to continue working there. The answer to that question was yes as long as
the school had a vacancy and wanted them there. At the end of the meeting, the intern
supervisor, the sub supervisor, Kelly Subs supervisor and myself answered questions.
There were about 150 people who attended and many of them were interested.
Notes: June 4, 2016 - During our meeting we learn 80 Kelly Services subs will receive
special training on classroom management in order to be permanent subs at AS. They
will also receive more pay. They will be called resident educators. Also, each AS will
receive 1 to 3 building subs based on their tier.
Reflection: June 18, 2019 – The sub pay for interns was a great incentive for the ones
who had not passed their test and for the ones who want to sub waiting to graduate. For
the ones who still need to pass a test, we are letting them work during preplanning. The
classroom the principal places them in will be their if they want it once they passed their
exams.
Analysis of District Practices
To provide further context for the analysis of my HR Partner practices, I looked not only
at Hillsborough County Public Schools (HCPS) human resources practices, but I also looked at
the practices of two other school districts in Florida: Pinellas County Public Schools (PCPS) and
Orange County Public Schools (OCPs). The practices of all three districts were examined in
relation to the five Best Practice Themes identified in my deductive analysis of the review of
relevant literature (see Table 12). The practices of these districts were not analyzed with the best
practice themes identified in my inductive analysis as these coding themes were derived from
data from my personal experiences with my district and the two schools in this study.
My years of experience in human resources and in HCPS were used to identify my
district’s practices in supporting high-poverty, turnaround schools in filling their teaching
vacancies. To identify the practices of the two other districts, I reviewed the PCPS and OCPS
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websites, used a peer from PCPS to check my findings regarding their school district, and used
information I gathered from a public information request to obtain information regarding
OCPS’s practices with supporting their high-poverty, turnaround schools.
PCPS and OCPS were selected because of their size and their proximity to HCPS.
PCPS is the eighth largest school district in Florida and the twenty-seventh largest school district
in the nation (Pinellas County Schools, 2019). The OCPS website states that they are the fourth
largest school district in Florida and the eighth largest school district in the nation (Orange
County, 2020). Both districts are in the top ten in terms of student population size in Florida.
PCPS high-poverty, turnaround schools are called Transformational Zone Schools.
According to their website, there are fifteen schools with this designation (Pinellas County,
2020). OCPS has nine designated high-poverty turnaround schools (Orange County, 2020). At
the time of this study, HCPS had fifty Achievement Schools.
Table 14 depicts the intersections of each school district’s practices with the Best
Practices’ Themes from the deductive analysis of the literature review. In general, there were few
differences between the school districts. They all provided a wealth of resources to their schools
to assist with teacher selection and recruitment.
Commercial Selection Instrument
All three school districts use a type of commercial selection instrument. PCPS uses the
Unified Talent Applicant Tracking System by Power School. Their system does not offer an
applicant rating system. OCPS uses Interactive Collaborative Information Management System.
It does not offer an applicant rating system. HCPS’s AppliTrack System is the only of the three
that provides applicant ratings.
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Table 14
District Practices Compared with Best Practices Themes
•
•
•
•

•
•
•
•
•
•

•
•
•

•
•
•
•
•

Commercial Selection Instrument
Applicant application system
Applicant inventory and rating System
Interviewing
Principals interview and make job offers
(*Pending HR approval)
Principals get interviewing and hiring
training
Interviewing Procedures
Specific questions focused on instruction
Behavior-based questions
Process to eliminate weak applicants
Process for selecting applicants
Interviewing committee
Rubrics
Data
Teacher observation data, teacher
evaluation data, student performance data
Resumes, portfolios, references
Teacher products (e.g., writing samples,
lesson plan, demonstration lesson/video)
Teacher Recruitment
Recruiting local talent
Signing bonus
Traveling expenses
More pay for low performing or highpoverty schools
Support for new teachers

PCPS
Yes
No

OCPS
Yes
No

HCPS
Yes
Yes

Yes*

Yes*

Yes*

Yes

Yes

Yes

Yes
Yes
Yes
Yes
Yes
No

Yes
Yes
Yes
Yes
Yes
No

Yes
Yes
Yes
Yes
Yes
Yes

Yes

Yes

Yes

Yes
Yes

Yes
No

Yes
Yes

Yes
Yes
No
Yes

Yes
No
No
Yes

Yes
No
No
Yes

Yes

Yes

Yes

Interviewing
Principals interview and offer positions to the candidates they want to hire in all three
school districts. However, the ultimate approval comes from human resources department.
Human resources ensures the candidates meet certification requirements, clear criminal
background checks, and meet employment criteria. Principals receive interviewing and hiring
training as a part of their principal induction programs in each of the districts.
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Interviewing Procedures
In each of the school districts, principals use their own processes for eliminating weak
applicants, selecting the applicants they want to interview, and determining whether they want to
use a committee. It is a best practice, but it is at their discretion. All three districts provide
interviewing questions to help their principals, but they have the freedom to use whatever
questions they like. When it comes to having rubrics principals can use during the interviewing
process, only HCPS had them available.
Data
Principals in all three school districts have teacher observation data, evaluation data, and
student performance data available to them. They also develop their own systems for reviewing
resumes, checking references, deciding who they will interview, and looking at candidates’
portfolios. Both OCPS and HCPS had protocols for demonstration lessons, candidate
presentations, and student performance data interpretation exercises.
Teacher Recruitment
Only PCPS offers signing bonuses which are paid in two installments over the school
year ‒ one around December and the other late spring. None of the districts offer funds for
traveling expenses to help applicants relocate. All three offer more pay. PCPS offers more pay
which comes from their teachers working extended hours at their extended hours sites (270
additional hours of pay). OCPS pays their teachers an additional $3,000. HCPS has a tiered
system in which they offer $3,600, $5,000, and $7,500 additional pay to teachers based on which
tier of school they are working in.
All three school districts recruit from their local colleges and universities and as well as
around the state of Florida. They are often competing for the same candidates since they are so
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close to one another. From my experience as an HR Partner, OCPS often gets more of the
candidates from the University of Central Florida and the colleges/universities in their area.
HCPS gets more of the students who attended the University of South Florida in Tampa. PCPS
gets many of the candidates from the University of South Florida and other colleges in the Saint
Petersburg area.
Mentors are provided in each district. New teachers get support during their first year in
the profession. This support helps them navigate district systems and develop their teaching
crafts during their first year of teaching.
Analysis of New Practices
There were three new practices implemented during this study: (1) using a new protocol
for vetting applicants for the Achievement Schools; (2) supporting principals on-site; and (3)
hiring teacher interns as substitute teachers:
Using a new protocol for vetting applicants for the Achievement Schools was a
recommendation by a consultant group working with HCPS. In the fall of 2018, the district’s
human resource department started working with a consultant group to enhance its practices with
its Achievement Schools. The consultant suggested that we implement a new protocol of vetting
applicants specifically for our Achievement Schools. Every applicant who marked Achievement
School Interest, a box on the application, was given priority. Their applications were
screened sooner than applicants who did not check the box. The goal was to get the applications
of those who were interested in working in Achievement Schools active faster so our
Achievement Schools could hire them. As a part of this process, the application center
representatives identified the applicants who checked the box and started working (vetting) their
applications. They made sure their information was completed correctly and that they met
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eligibility requirements to teach. Once this was done, the applicants were placed in a pipeline
stage to be screened by HR partners and Leadership Specialist.
The partners and Specialist had to call the applicants to set up a time to do an
Achievement School screening. The screening involved the applicants telling us about their
teaching background and their experiences in working in an Achievement School (or highpoverty school). We also asked two to three screening questions. We had a rubric that we used to
rate their responses. If the candidates successfully passed our screening, we made them active for
employment and immediately arranged interviews for them with one or more of our
Achievement Schools. If they did not, we made them active but did not refer them to any of
them.
We ran into a challenge in following this process. Often when we called, the applicants
were not available, so we had to leave messages for them to call us back. We spent several
days trying to connect with them. We eventually stopped calling and sent the candidates emails
with our contact information and the reason why we wanted to talk with them. We included in
the email several times and dates we were available to talk with them. The emails were more
effective, but it was still taking more than two days to connect with the applicants. In my
journal on April 18, I wrote:
The process was too time consuming. We would call or email applicants. Wait for them
to call or email us back. At first, we did not put a date and time in our emails or voice
messages that we left them, but after doing that a few times we discovered it was best to
leave some dates and times to connect. This process was frustrating because some
applicants were not returning our calls or emails, it was difficult to arrange times for us to
connect and some applicants wanted specific schools...
We finally started sending them the screening questions prior to our phone conversation to speed
up the process, but that did not help much.
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Supporting principals on-site was a strategy that I recommended because the new process
for vetting applications for Achievement School positions was very time consuming. Instead of
the applicants becoming active on the day the human resource representative vetted their
application, it was taking a lot longer because of the challenges we faced connecting with
applicants. It was taking three or more days for their applications to become active which meant
that they were not being interviewed by principals. During a meeting with the consultant, I
expressed our concern and frustration. I suggested changing the process because it was taking
too long to get the applicants in front of principals. I recommended that we go to our school sites
to contact the applicants, allow the application center representatives to make the applicants
active like they did before this process, and while we were at the school sites, we could arrange
interviews for the applicants or provide the schools with the applicants’ information so they
could arrange their interviews. The consultant and the Specialist agreed, and we started going to
school sites to support them. This became my next new support strategy for my schools.
Table 15 illustrates the dates I provided on-site support for my schools using this
strategy. Both schools received on-site support as I went to their campuses, searched the
application system for applicants who were interested in Achievement Schools, and provided the
applicants to the schools for interviews. I ensured that the candidates had active applications and
Table 15
New On-Site Support Practice
Dates – School 1

On-site New Practice

Provided and organized applicants' information 4/24/2019, 5/2/2019,
for schools
5/7/2019, 5/8/2019,
5/15/2019, 5/20/2019,
6/5/2019, 7/31/2019
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Dates – School 2
4/25/2019, 4/26/2019,
4/29/2019, 4/30/2019,
5/2/2019, 5/9/2019,
5/20/2019

were eligible for their vacant positions. The applicants were able to get interviews with the
school much faster through this process than the screening process we were using.
Hiring teacher interns as substitute teachers was a collaborative idea. From meetings on
May 30 and June 3 with the intern supervisor, partners, and Leadership Specialist, a new strategy
was developed for interns who were not eligible to be hired because they needed to pass one or
more parts of their certification exam. We had l4 interns in this status. The process entailed us
meeting with the interns to determine if they wanted to work in an Achievement School. If they
did, we met with the principal of the Achievement School and told them about the applicant. We
let them know that the applicant needed to pass all components of their exams before they would
be eligible to teach. The intern would work as a substitute teacher in the classroom that would be
theirs once they passed their exam. They would work during preplanning, and the students would
have consistent instruction. The principals and the interns embraced this practice. I was fortunate
to get one of the interns hired at School 1.
These new practices will now be examined in relation to the best practices themes
identified in this study. Table 16 depicts the intersection of my new practices with the best
practice themes identified in the deductive and inductive coding cycles in my data analysis. The
table includes the number of times these practices were identified (frequency). An “x” in the
Practices Used column indicates areas where my practices connected with the theme.
Commercial Selection Instrument
This theme was most prevalent with my new practices. I frequently used our application
system to obtain the information I needed to screen applicants for our Achievement Schools, as
recommended by the consultant, to identify potential applicants and provide my schools with
information they needed regarding applicants who had applied for one of their positions.
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Table 16
Thematic Analysis of HR Partner’s New Practices
Best Practice Themes
Commercial Selection Instrument
• Applicant application system
• Applicant inventory and rating System
Interviewing
• Principals interview and make job offers
• Principals get interviewing and hiring
training
Interviewing Procedures
• Specific questions focused on instruction
• Behavior-based questions
• Process to eliminate weak applicants
• Process for selecting applicants
• Interviewing committee
• Rubrics
Data
• Teacher observation data, teacher
evaluation data, student performance data
• Resumes, portfolios, references
• Teacher products (e.g., writing samples,
lesson plan, demonstration lesson/video)
Teacher Recruitment
• Recruiting local talent
• Signing bonus
• Traveling expenses
• More pay for low performing or highpoverty
schools
•
Support for new teachers
Accessibility
Collaborative/Facilitative School Support
Information Research, Management &
Dissemination
System Change/Strategic Problem-solving

Frequency
33

Practices Used
x

0

0

5
x
x

20
x

x
x
0
11
19

x
x

21

x

Some examples from data of my use of the application system in working with Achievement
School applicants are highlighted below:
Notes: March 6, 2019 – The HR Partners and Leadership Specialist for AS had meeting
to target teachers for AS. There was a screening process developed so were to make
phone calls to applicants who were active and who had checked that they were interested
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in working in AS. There were 8 questions developed. If the partner or Specialist believed
the applicant did a very good job with the screening, we were to reach out to some of our
AS schools and get them an interview. You have samples of the screening questions in
your binder.
Notes: April 26, 2019 – We had a partner and Specialist meeting today. Our goal is to fill
1250 positions by August 2. We need to fill 665 vacancies in AS. We were broken up
into 2 teams about 5 people. The vetting process was slowing things down. Some people
had stopped doing it so they could get the applicants to the principals faster. It was taking
too long to contact the applicant, to hear back from them and then arrange a time to meet.
The systems applicant rating system was not used at the time of this study. The district was in the
process of gathering data on how applicants’ ratings correlated to their teaching performance, but
no information was available during this study.
Below are some examples of my use of the application system on-site to supply
applicants to my schools:
Activity: April 26, 2019 – I started my day at the middle school. I arrived at the school
around 7:50 in the morning. – I went back into the application system and started
looking up applicants, printing their material so I could give them to the principal for
interviews. I went to my elementary school to answer any of the temporary PE teacher’s
questions.
Activity: April 30, 2019 – I went back to School 2 (middle school) to finish looking up
applicants who had applied to the school.
Activity: May 9, 2019 – I started my day at my middle school. – I searched for some
applicants for my elem. Sch. I usually call the applicants I find but today I decided to
email them. I want to reach out to 30 people. I thought I could email 30 fasted then I
could call them. Another one of my principals needed me at their school so I only was
able to reach out to 3 applicants.
Interviewing
There were no new practices in this area.
Interviewing Procedures
There were no new practices in this area.
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Data
The application was modified so that applicants could identify if they were interested
in working with Achievement Schools. We identified those applicants and screened them first.
We were particularly looking for applicants who wanted to work in Achievement Schools, who
had experience in working in turnaround schools, and/or applicants who we, the HR Partner and
Leadership Specialist (who all had been principals), believed would be a good match for any of
the Achievement Schools we supported. These screenings were to help us weed out weaker
applicants and provide our principals with valuable information about the candidates we referred
to them. Below are a couple of excerpts from my journal depicting this:
Notes: March 6,2019 - The HR Partners and Leadership Specialist for AS had meeting to
target teachers for AS. There was a screening process developed so were to make phone
calls to applicants who were active and who had checked that they were interested in
working in AS. There were 8 questions developed. If the partner or Specialist believed
the applicant did a very good job with the screening, we were to reach out to some of our
AS schools and get them an interview.
Reflection: April 22, 2019 - I had 4 phone appointments with applicants today. 2 of the 4
remembered their appointments. I had to arrange another date and time for the 2 that were
not available. This is why this process is difficult and time consuming. The two I spoke
with passed my screening and became AS active.
Also, during my on-site support visits to sites, I combed through applicant information and
gathered reference information so I could provide it to my schools. Below are some journal
samples where I reflected on this:
Reflection: May 2, 2019 - After my appointment, I went to my middle school to finish
looking up their applicants. I looked up all the applicants who had applied to the school.
I printed their resumes, references, and any other info that I thought would be useful to
the principal...Once I left the middle school, I went to the elementary school. The
principal had emailed me all of the applicants the Specialist had sent her. She sent me
over 40 emails with applicants. I looked each of them up individually, printed their info
and gave it to her secretary. It took over 3 hours for me to get everything together. She
needed my help to weed through all of the emails.
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Reflection: August 9, 2019 - The applicant looked good on paper. She had over 10 years
of experience working with students. Her references online looked good as well.
However, this applicant's experiences had been in another country. She struggled with
understanding my questions and articulating answers to my questions. She would not be a
good fit for this school.
Teacher Recruitment
Our main source of local talent came from our nearby colleges and universities. We
heavily focused on getting our interns positions in our schools. We did not want them to go to
other school districts. The district implemented a new practice of allowing interns who had not
passed one section of their certification exam to interview with a principal who had a vacant
position. If the principal liked the intern and the intern was interested in working in the
principal’s school, we worked with our substitute provider to get her through their substitute
training as soon as possible. When the teachers returned for preplanning, we allowed them to
attend as well with substitute pay. The classroom they were assigned would be their classroom
once they passed their exams and became eligible for employment.
This was a great opportunity for the interns and for the school. The principals had a
teacher for one of their vacant positions and the intern, who could not graduate until they had
passed all sections of their exams, had a job. They would become a district employee once they
passed their tests and graduated.
In addition, our intern supervisor and the supervisor who worked with the substitute
agency arranged a meeting for substitutes who were interested in working in our Achievement
Schools as a part of new strategy to help our Achievement Schools. The purpose of the meeting
was two-fold. For the substitutes who were near to meeting the criteria to become a teacher, we
would provide them with the information they needed to become one. If they were selected for a
position at the Achievement School, they would receive a higher hourly payrate than other
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substitutes who were not at an Achievement School, and they would know which school they
would report to every day. They would also be allowed to attend preplanning with pay and
receive some special training provided by the district over the summer. These substitutes would
be used to fill the vacant positions in our Achievement Schools until the principals were able to
hire someone. Below are some illustrations:
Reflection: April 9, 2019 – The consultant my district is working with was helping us to
implement many changes. One big change it that they helped us work with our union to
move up the hiring and transfer period time…However, with their assistance, we were
able to move up the transfer period to early April for AS only and later for other schools
and open hiring in April for AS and later for other schools. This gave the AS and earlier
hiring advantage over other schools.
Notes: April 26, 2019 - We had a partner and specialist meeting today. Our goal is to fill
1250 positions by August 2. We need to fill 665 vacancies in AS. We were broken up
into 2 teams about 5 people. The vetting process was slowing things down…It was taking
too long to contact the applicant, to hear back from them and then arrange a time to meet.
Notes: May 30, 2019 - Each of us gave an update as to how things were going for our
schools…The supervisor over interns had a list of interns that were eligible for hire. We
decided that it would be best to not just send an attachment to an email with the list of
interns (to the principals). We felt it was best that we develop a plan, so we decided to
meet on Monday.
Notes: June 6, 2019 – Our plan included how we would communicate with our principals,
the interns and which schools we would work with. Our plan was to allow interns who
had not passed all of their test, and who were willing, to be hired as a permanent sub at
our schools. They would receive a higher rate of pay and they would interview for the
position at our schools just like any other person.
Notes: June 4, 2019 - During our meeting we learn 80 subs will receive special training
on classroom management in order to be permanent subs at AS. They will also receive
more pay. They will be called resident educators. Also, each AS will receive 1 to 3
building subs based on their tier. The meeting was scheduled for later today. I was invited
to attend the meeting. One purpose of the meeting was to find out who was interested.
Once we knew who was interested, the intern supervisor and the supervisor who works
with subs would work with our substitute agency on who would be selected. They wanted
to get applicants who had most of their credentials together so ultimately, they could be
hired.
Reflection: June 25, 2019 - If the principal interviewed her (the intern) and liked her she
could offer her a position as a long term sub and once she passed the test she could be
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hired as a full time teacher. This was a win-win for the school and one for the
intern…She would be able to attend preplanning and get paid. Lastly, she would be the
treated as her students' teacher. Once she passed the test, she would have a job. For the
school, she would be filling a big hole. We have been having a difficult time finding 4th
grade teachers. The intern would be placed in 4th grade. For the students, things would be
seamless once she passes her test.
My elementary school benefited from having the substitutes subbing in one of her vacant
positions.
Accessibility
There were no new practices in this area.
Collaboratory/Faciliatory School Support
I worked with the HR Partners, Leadership Specialist, Recruitment Manager, Supervisor
of Interns, and others to meet the needs of the schools during this study. We collaboratively
worked together to screen applicants for schools, to help them get substitute teachers who were
close to being eligible for employment, and to have substitutes for their vacant positions at the
start of the school year. Also, during my on-site visits, I helped facilitate interview appointments
on behalf of the school. Below are some examples from my journal, emails, and other data:
Activity: April 18, 2019 - Today, my HR team met with the consultant group that is
assisting us we make changes to our hiring practices. They specifically wanted to get
feedback from the 2 HR Partners. We are working on a new process to screen applicants
for our Achievement Schools. My partner and I expressed our frustration with the new
process. It was too time consuming and we weren't getting the applicants to the schools
fast enough…
Reflection: April 24, 2019 – Before heading to the school, I talked with the school's HR
department rep and she told me that the PE did respond and he said he was returning but
he did not want to return to the school…I also talked with the HR manager about the
school's PE situation, she suggested the school could hire the temporary PE teacher in
one of the extra units. That was a great idea. I was glad that I ran the school's issue by
her…
Notes: May 10, 2019 - We had a meeting with the partners and Specialist today. It was to
get a pulse check on how our screenings are going and to provide an update on AS hiring.
25 hires had been made from those screened. 112 applicants had been hired in our non-
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AS. 46 AS hires. We were to call our sites to see if the number of vacancies they had
posted was accurate.
Activity: May 15, 2019 - I went to my elementary school today. I stayed there all day. I
called applicants to set up appointments for the school. Prior to doing this, the principal
and I talked. She would be out of the building for 5 days. I worked out a plan that her AP
and resource teachers would interview on her behalf and if we liked the applicants, we
would refer them to her. She liked the plan. We met we the AP, selected a couple of dates
for the interviews and I started making the phone calls.
Reflection: August 6, 2019 – We had a really good plan in place for our AS. If the
school's vacancies were not filled, they were able to have RE (resident educator) who
would start during preplanning. Each school would also be getting some building subs.
The subs would fill day to day teacher absences. When teachers are absent and no sub
shows up it is very frustrating, especially for AS.
Information Research, Management and Dissemination
As a part of my on-site support visits, I provided my schools with a wealth of information
regarding candidates, researched and provided them with answers to questions, and met with
school personnel or applicants at their sites. Whenever they had questions, I always made sure I
got back to them in a timely manner. Here are some examples of this theme:
Activity: April 22, 2019 - She had a question about a PE teacher who was on leave and
was telling a lot of people around the school that he was not returning to her school, but
inform HR that he was returning. She said she did not want to lose the PE teacher who
was taking his place and her other teacher who both were doing a great job. - I called the
principal back and inform her of what I had found out about the teacher.
Activity: April 25, 2019 – I visited my middle school principal to see what specific
support she needed. When I arrived, I met briefly with her secretary and told her I was
there to support them…When we were finally able to meet, I told her that I was there to
help her. She had a big smile on her face appeared glad that I was there. I went back to
the front office and met with her secretary again. I asked her for a space with I can work.
She unlocked the AP office. Reflection: While at the school I looked up a lot of the
applicants who had applied to their school thru our applicant system. I worked there for
about 2 1/2 hours and did not finish…I printed the applications of applicants for several
positions.
Activity: April 30, 2019 - I went back to School 2 to finish looking up applicants who
had applied to the school.
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Activity: May 7, 2019 – I went to my elementary school today to review their
applications and to talk with the principal and/or her secretary…Her secretary told me
about an applicant who had applied for a position that she had set up an interview. She
gave me the applicant's name. The applicant was not eligible for employment because her
application was not active. I told the secretary to go ahead an interview her and I see if I
could get her application active. I send the app to someone to review.
Reflection: July 30, 2019 – I spent most of my time meeting with the principal and
addressing some of her HR issues. She interviewed an applicant for a site tech. resource
position. The applicant was not certified so I needed to find out from the district whether
or not they would allow her to do an agreement to earn. She also had a speech applicant
that she wanted me to speak with…We looked at her vacancies and worked with her
secretary to ensure that every vacant position would have a substitute teacher in them for
the first day of school. Her secretary sent in the request to the appropriate person in HR.
System Change/Strategic Problem-solving
The school district implemented some changes during this study. These changes
influenced my practices. As discussed previously, earlier in the hiring season the consultant
suggested that we go through a screening process to identify the best applicants for our
Achievement Schools. They also worked with our human resource department and the teacher
union to move up some hiring dates and to allow our Achievements Schools to have earlier dates
to transfer current employees and hire new employees. All this work was done to address our
hiring problems in our district and specifically helping to solve the lack of teachers in our highpoverty, turnaround schools.
Furthermore, I worked with other district leaders to develop plans for some of our interns
who had not met all their graduation requirements and wanted a job. We created a plan for them
so they could work as substitutes in our schools until they graduated. Here too, the goal was to
ensure that all our Achievement Schools had teachers in all their classrooms. Here are some
illustrations of this theme from my journal, email, and other data:
Reflection: April 9, 2019 – The consultant group my district is working with was helping
us to implement many changes. One big change it that they helped us work with our
union to move up the hiring and transfer period time. We used to start our transfer period
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around mid to late April and it would be the same for all schools. Open hiring would start
sometime in May. However, with their assistance, we were able to move up the transfer
period to early April for AS only and later for other schools and open hiring in April for
AS and later for other schools. This gave the AS and earlier hiring advantage over other
schools.
Activity: April 18, 2019 – Today, my HR team met with the consultant group that is
assisting us with making changes to our hiring practices…My partner and I expressed our
frustration with the new process. It was too time consuming and we weren't getting the
applicants to the schools fast enough. I suggested that we (HR Partners) should go to our
schools with the highest number of vacancies, sit at the schools, call applicants and try to
see if the principals could interview applicants right away. The consultant group like the
idea. My boss thought we should continue the process with any of the applicants we
thought it would beneficial and use my suggestion for the rest.
Notes: June 3, 2019 – Our plan included how we would communicate with our principals,
the interns and which schools we would work with. Our plan was to allow interns who
had not passed all their test, and who were willing, to be hired as a permanent sub at our
schools. They would receive a higher rate of pay and they would interview for the
position at our schools just like any other person. The great thing for the intern was they
would work, they can continue to interview for other positions and get paid during
preplanning, they would be in the room at the school until they passed their test. The
draw back was if the principal found someone else for the position, they would not have
that position at the school, but we would help them find another position. From the
principal's perspective, they would have a teacher who has the background and training
from a college of education, they would have time to see the intern in action in a
classroom and if they like the intern they could hire them after they pass their test. Their
drawback would be the intern does not have to commit to them.
Reflection: June 4, 2019 – The meeting with the subs went well. Many of them had
questions about being hired and wanted to know if they are subbing at an AS now would
they be able to continue working there. The answer to that question was yes, as long as
the school had a vacancy and wanted them there. At the end of the meeting, the intern
supervisor, the sub supervisor, Kelly Subs supervisor and myself answered questions.
There were about 150 people who attended and many of them were interested.
Reflection: June 18, 2019 – The sub pay for interns was a great incentive for the ones
who had not passed their test and for the ones who want to sub waiting to graduate. For
the ones who still need to pass a test, we are letting them work during preplanning. The
classroom the principal places them in will be theirs if they want it, once they passed
their exams.
Reflection: June 25, 2019 – If the principal interviewed her and liked her, she could offer
her a position as a long term sub and once she passed the test she could be hired as a full
time teacher. This was a win-win for the school and one for the intern…She would be
able to attend preplanning and get paid. Lastly, she would be the treated as her students'
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teacher. Once she passed the test, she would have a job. For the school, she would be
filling a big hole. We have been having a difficult time finding 4th grade teachers. The
intern would be placed in 4th grade. For the students, things would be seamless once she
passes her test. The students would not have the revolving door of subs.
Notes: August 6, 2019 – During our meeting we found out that over 1,000 teachers had
been hired over the summer compared about 600 teachers last year. Also, about 1/3 of
the teachers hired had gone to AS. Although we still had vacancies, we felt we had a
successful summer when it came to hiring. We have some things in place that we have
never had before. Every one of the AS were allowed to have a sub that we called a
Resident Educator (a sub who received special training over the summer and had a
bachelor’s degree). These RE were allowed to come to preplanning at their sites and set
up the classrooms and be there the first day of school. In addition, every AS would have
a building sub (BS) for the first day of school. The BS would be at their sites every day
for any vacancies they would have. Also, if they did not have any vacancies the BS
would be there to do anything that needed to get done. We would continue to find
applicants for our AS and other vacancies we had in our district.
Summary
This chapter presented the findings of this study. It described the results of my deductive
and inductive analysis of multiple data sources in relation to my HR practices, the practices of
three school districts, and new practices that were adopted during the course of the study.
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CHAPTER SIX:
DISCUSSION, CONCLUSIONS, AND IMPLICATIONS

It is important for principals in high-poverty, turnaround schools to have teachers in
every one of their classrooms to improve the academic success of their students. Pappano (2010)
wrote, “They are the ones everyone is counting on to help students make up for lost (and wasted)
time, to take kids who may be grade levels behind and get them to meet state standards quickly”
(p. 100). Often principals in these schools struggle to have a teacher in each of their classrooms.
Human resource departments, district personnel, and human resource partners work endlessly to
help them fill their vacant teaching positions, so they can successfully improve their students’
progress.
This study explored district HR processes and my role as an HR Partner working with
two high-poverty, turnaround schools – one elementary and one middle. The research question
guiding this study was: What practices and strategies were used by a human resource (HR)
partner to support principals in high-poverty, Title I schools as they fill their teaching vacancies?
This was a process evaluation informed by action research and interpretivist perspectives.
I selected process evaluation because I was interested in the effectiveness of the district’s HR
procedures and processes, together with my practices as an HR partner – what were the
“procedures undertaken and…decisions made” (Bess, King, & LeMaster, 2003, p. 109)? What
were the strengths in these processes and what needed improvement or rethinking (Rubin &
Babbie, 2001)?
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An action research perspective informed process evaluation because I wanted to study my
own practice “in order to improve it and to come to a better understanding” (Feldman, 2007, p.
242) of my work in supporting the two schools. What actions did I take, and what decisions did I
make that contributed to successful hires in these two schools? What could I have done better or
differently to improve hiring processes and practices for the future?
Data for this study came from the tools that I used daily: vacancy data from the district’s
management system; applicant data from AppliTrack, the district’s commercial screening
system; electronic journaling, notebook journaling and voice recording; meeting notes, logs of
my interactions with principals and applicants, documents and email.
Data were analyzed using a combination of deductive and inductive coding. This allowed
me to use what I already knew and be open to new discoveries contained in my data (Feldman et
al., 2018). My first cycle of coding was deductive, identifying text (sentences, paragraphs) that
aligned with the themes derived from the literature review. The second cycle of coding was
inductive, paying attention to text that had not been coded in the first cycle and creating codes to
describe what I saw happening in the text (Corbin & Strauss, 2008).
Data analysis resulted in identification of nine best practices themes. Five themes were
identified through deductive analysis, using themes derived from the literature review:
commercial screening instrument, interviewing, interview procedures, data, and teacher
recruitment. Four themes were identified through inductive analysis from codes created to
describe what I was seeing in text that had not been coded in deductive analysis: accessibility;
collaborative/facilitative support; information research, management, and dissemination; and
system change/strategic problem-solving (refer to Table 12).
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This chapter will provide a discussion of the findings, draw conclusions in relation to the
literature reviewed; and consider implications for practice and further research. The chapter will
close with a reflexive reflection on lessons learned.
Distribution of My Activity in Best Practices Themes
Figure 2 depicts the distribution of my activity in best practices themes as I worked to
support the principals of School 1 and School 2. To me, all the best practices themes were
System change/Problemsolving, 3%
Commercial
Selection
Instrument,
32%

Information
Research,
Management &
Dissemination,
32%

Teacher
Recruitment, 4%
Collaboratory/Facilia
tory School Support,
9%
Accessibility,
5%

Interviewing &
Teacher
Selection,
4%
Data, 7%
Interveiwing
Procedures, 5%

Figure 2. Distribution of My Activity in Best Practices Themes
important in my work to support these two schools. While some of the themes had greater
percentages of activity than others, each of the themes were vital in my practices. They worked
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synergistically—each was important in the overall goal of assisting the schools with filling their
teaching vacancies.
Reflecting on these themes, I would characterize four of the five themes derived from the
literature review as process oriented: commercial screening instrument, interviewing, interview
procedures, and data. The fifth theme – teacher recruitment – was the goal. Of these themes,
working with the AppliTrack screening system represented 32% of my activity.
I would characterize two of the four themes identified through inductive analysis as
relationship oriented: accessibility and collaborative/facilitative support. While together these
two themes represented 14% of my activity, I saw them as foundational to, and embedded in, the
process themes. The theme of information research, management, and dissemination represented
32% of my activity; this is not surprising given that 32% of my activity was in the AppliTrack
system.
Barnes, Crowe, and Schaefer (2007) studied the cost of teacher turnover in five school
districts. They found that teachers “walk out of the doors of schools that have high poverty, high
minority, and/or low performing student populations” at a higher rate and that “low performing,
high minority, and high poverty schools spend more money on teacher turnover” (p. 90). The
amount of time spent in the AppliTrack system either identifying potential applicants for
teaching vacancies in School 1 and School 2 or researching, managing, and disseminating
information to the schools perhaps illustrate the urgency that both the principals and I felt trying
to find quality teachers to fill 46 vacancies.
The AppliTrack system was designed to make the process of application for positions
with the district, communication with applicants through email, and principals and other hiring
managers sending job offers to applicants more efficient. The system’s screening questions
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provide scores on six dimensions: fairness and respect; concern for student learning; adaptability;
communication and persuasion; planning and organizing; and cultural competence. An overall
score (i.e., the average of the standardized scores of the six dimensions) is also provided
(Frontline Technologies, n.d.). The intent of the screening assessment is to “highlight top
candidates” and “provide interviewers with questions based on applicant scores” (see
https://www.frontlineeducation.com/solutions/recruiting-hiring/). At the time of this study,
HCPS had been using the system less than four years, and the system was far better than what
was previously used.
Barnes, Crowe, and Schaefer (2007) also pointed out that “districts collect an
overwhelming amount of data on teachers, schools, and students” (p. 91). They questioned,
however, whether districts were collecting and examining the right data around teacher turnover
– “which teachers were leaving, from where teachers were leaving, and how much money was
walking out the door each time a teacher left” (p. 91).
The final theme – system change/strategic problem-solving – represented 3% of my
activity. Working with the AppliTrack system contributed to solving the problem of filling
teaching vacancies. However, working with AppliTrack and information research, management,
and dissemination took a lot of time and effort. This leaves me thinking about time needed for
more ‘strategic’ problem solving around the issue of teacher retention. Barnes et al. found that
teacher retention has “the greatest potential for a high return on investment, both in terms of
money and school performance” (p. 93). Teacher recruitment is insufficient for maintaining
quality teachers in high-poverty schools; yet, teacher recruitment and hiring processes are where
the vast majority of my activities occurred.
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Comparison of District Practices
To provide further context for the analysis of my HR Partner practices, I looked not only
at Hillsborough County Public Schools (HCPS) human resources practices, but I also looked at
the practices of two other school districts in Florida: Pinellas County Public Schools (PCPS) and
Orange County Public Schools (OCPs). I selected PCPS because of the proximity of the district
to HCPS; OCPS is a little over 70 miles from HCPS. The sizes of all three districts were
comparable: HCPS is the third largest district in Florida; OCPS the fourth largest; and PCPS is
the eighth largest. In addition to size of student population, all three districts are urban. Table 17
provides student population characteristics of the three districts.
Table 17
Student Population Characteristics of Three Districts 2019-2020

Student Enrollment
Percent White
Percent Hispanic
Percent Black
Percent Students with
Disabilities
Percent English
Language Learners
Percent Economically
Disadvantaged

HCPS
223,314
32%
38%
21%

OCPS
209,890
43%
43%
24%

PCPS
99,798
54%
18%
19%

15%

11%

14%

10%

15%

7%

58%

56%

47%

Table 14 depicted the intersections of each school district’s practices with the Best
Practices’ Themes from the deductive analysis of the literature review. In general, there were few
differences between the school districts. They all provided a wealth of resources to their schools.
Differences were noted in four areas:
(1) Only HCPS used an applicant rating system as part of initial screening.
(2) Only HCPS used a rubric to assess interview responses. Lyng (2009) reported that
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principals admit to having little training on how to interview or having taught
themselves. Stronge and Hindman (2006) stressed the importance of research-based and
field-tested rubrics to evaluate interviewee responses.
(3) Both HCPS and PCPS used teacher products (e.g., writing samples, lesson plan,
demonstration lesson/video) as additional resources to gain insight into quality teaching
potential. Clement (2015) emphasized that “the more measures an employer has to
evaluate potential candidates, the stronger the chances of hiring someone who can do the
job assigned” (p. 12).
(4) Only PCPS offered a signing bonus. Podolsky, Kini, Bishop, and Darling-Hammond
(2017) provided strategies that can help recruit and keep teachers in the profession.
Increasing compensation was one of these strategies.
While there were some differences among the districts’ practices, there were no new
practices learned from investigating the practices of the other two school districts.
New Practices
Three new practices were identified and implemented during this study. One approach
was developed by the human resource consultant HCPS worked with to enhance some of its
policies and operations in general, but most importantly, their policies and procedures with their
Achievement Schools. The goal of the consultant’s strategy was for us to provide viable
applicants to our Achievement Schools (AS). When applicants applied for instructional positions
through our applications system, some of them checked a box indicating that they were
interested in working in an AS. Applications of those who checked the box received priority over
other applications. The applications would be vetted faster than those who did not check the box.
First, a representative from the application center ensured they were eligible to teach. Then a
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Leadership Specialist or HR Partner was responsible for contacting them, asking them some
screening questions, making their application active so school sites could view their information,
and determining whether to send their credentials to one or more of the AS or not.
This was a very good process. Our AS could get applicants who were interested in
working in these schools in a much faster time frame than the process we were using previously.
However, it did not work as planned. The HR Partners and Leadership Specialist were not in
stationary locations. The process worked best for district personnel who were in their offices all
day; when an applicant called, they would be available to screen them. Several methods were
used to try to improve the process. Some of us gave out our personal cell phone numbers, and we
sent applicants emails with various times slots, for them to choose from and for when we were
available to talk with them. The bottom line was the process was taking too long. We often
played email tag or phone tag with applicants. After some time, the process was abandoned. I
believe if we had four or five personnel who remained in the district office who could dedicate
all their time to this process it would have worked. The HR Partners, Leadership Specialist, and
supervisors spent a lot of time in the field and were not in their offices for extended periods of
time.
The second approach was based on a recommendation I made in a meeting with the
consultant, HR Partners, Leadership Specialist, and my supervisor. The next practice that was
used during this study is the one I recommended, on-site support. Basically, instead of contacting
applicants from our offices, we would do it from the schools. If we identified applicants who
were interested in working in our AS, we would get with the principal or their secretary and set
up an interview for them at that moment. For me, this process was very successful. When I
identified applicants for the site, I would get them scheduled for interviews or email and/or print
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their credentials for the principals while I was there on site. This was very effective. My schools
were able to connect with applicants in a very timely manner. Interviews were set up right away,
and offers were given.
The third approach was developed with the Leadership Specialist, the Supervisor of
Interns, and HR Partners. The Supervisor of Interns is responsible for placements of interns from
teacher preparation programs. The Supervisor of Interns, Leadership Specialist, and HR Partners
met to develop a plan for some of the interns who had not passed all their certification exams.
Once they passed their exams, they would be able to graduate and be eligible for teaching
positions in our district. We wanted to support them and, at the same time, assist our AS with
their vacancies. We decided to meet them to find out who was interested in working in the
schools we supported and which of our principals would give them an opportunity to work in
their schools. The interns would work as substitute teachers, get paid for working during
preplanning, and be assigned to a classroom that ultimately would be theirs once they passed all
their exams. Their room and grade level assignment would not change. The students would have
consistent instruction. This plan was very effective. Several interns were offered positions. I was
able to get one to fill a position at one of my schools participating in this study. We decided we
would use this plan in the future with interns who had not passed all their exams.
Table 16 illustrated a thematic analysis of my implementation of these new practices. A
brief discussion of the themes (with frequency count) follows:
Commercial Selection Instrument (33). AppliTrack, the district’s commercial selection
instrument, was the most frequently used practice for identifying viable applicants for schools.
Rockoff, Jacob, Kane, and Staiger (2011) cautioned, “While use of commercial screening
instruments has grown considerably, there is little systematic evidence on the power of these
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instruments for predicting teacher effectiveness” (p. 48). The district has used AppliTrack for
about four years and is looking into the relationship, if any, between teachers’ screening ratings
and their performance evaluations.
System Change/Strategic Problem Solving (21). The Center on School Turnaround at
WestEd (CST) argued, “It is intuitively logical for school turnaround efforts to focus on the
school’s structure and leadership…Despite the relatively light focus of policymakers and others
on the district’s role in school turnaround, it is easy to see the critical gatekeeper role that a
district plays in determining a school’s success” (Hitt, Robinson, & Player, 2018, p. 4). In their
identification of conditions that indicate the readiness of school districts to engage in school
turnaround, “a robust talent-management structure” for managing teacher recruitment,
placement, and retention was considered essential (p. 17). The authors further noted, “Districts
often need to prioritize turnaround schools so that those schools receive staffing advantages that
other schools may not receive” (p. 17). I worked with district leaders to develop plans to assist
our schools with filling their vacancies (e.g., addition of the check box indicating that applicants
were interested in working in an Achievement School). I also worked with principals to help
them resolve their human capital problems. Implementing on-site support increased my ability
for quick response to principals’ needs, but also quick contact for applicants.
Teacher Recruitment (20). Most of the talent I recruited lived locally, and I would make a
point of informing them that our district pays Achievement School teachers more money.
Reininger (2012) found that teacher graduates are local, and most of them stay close to home.
Teacher graduates who grew up in urban communities were likely to work in schools like the
ones where they grew up.
Information Research, Management, Dissemination (19). I frequently did research on
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candidates, organized applicants’ data, and made sure principals received the information so that
they could make effective hiring decisions. Researchers agree that the most important decision a
principal must make is who to hire (e.g., Bolz 2009; Peterson, 2002; Rothman, 2004). Rockoff,
Jacob, Kane, and Staiger (2009) observed, “Schools and school districts wishing to increase the
effectiveness of their teacher workforce may benefit from gathering a broad set of information on
new candidates…” (p. 3).
Collaborative/Facilitative Support (11). Tooms and Crowe (2004) observed:
Historically, the teacher hiring process has always been pressure-filled because of the
large pools of applicants and short hiring windows. Too often, interviews were (and in
some cases continue to be) hasty rituals squeezed between other administrative tasks.
With today’s shrinking candidate pools, principals are being challenged not only to
identify the best candidates, but in many cases to convince them to accept teaching
positions. (p. 50)
Recognizing the time constraints on the principals of the two schools, I worked with site-based
staff to arrange for interviews and screen applicants. I also facilitated interviewing and hiring
processes on behalf of the principal in School 1. Implementing on-site support contributed to my
accessibility for the two principals and my ability to interact with applicants, providing contact
and time the principals may find difficult to give.
Data (5). I provided evaluation data, observation data, and sorted through resumes on
behalf of my schools. Donaldson and Papay (2015) noted that there is a wealth of teacher
observation data, teacher evaluation data, and student achievement data available to many sitebased administrators. The New Teacher Project (2018a), on the other hand, also advocated for
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the use of other data such as writing samples, group discussion activities, demonstration lesson,
or classroom observation.
Implications for Further Research
Ronfeldt, Loeb, and Wyckoff (2013) noted that teacher turnover rates in low-income,
nonwhite, low-achieving schools were likely to be as much as 50% higher than other schools.
This study focused on my support of two high-poverty, turnaround schools as their HR partner.
One thing that was evident in my experiences with these two principals: the heavy demands on
their time during the hiring season. Both principals were extremely busy with a lot of different
moving parts. They observed and evaluated their entire staff, facilitated the administration of
student testing, met with parents, met with their supervisors, had staff meetings, and provided
training at their schools. Many of these activities happened in the heart of the hiring season.
Their personal secretaries were swamped as well. They did payroll, answered phone calls,
addressed employees’ concerns, and met the demands of their principals.
Further study needs to be done on how HR Partners, or other human resource personnel,
can help principals in high-poverty schools with hiring for teaching vacancies. Following are
potential areas for further research based on this study:
Commercial selection instruments. HCPS is trying to evaluate the relationship between
applicant scores on selection instruments and their teaching performance. On a scale of one to
nine, will someone who scores an eight have higher teacher evaluation ratings than someone who
scores a two or four? This is an important area for research as there is considerable reliance on
the AppliTrack system to identify potential applicants of interest.
Data. Barnes, Crowe, and Schaefer (2007) pointed out that “districts collect an
overwhelming amount of data on teachers, schools, and students” (p. 91). They questioned,
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however, whether districts were collecting and examining the right data around teacher turnover
– “which teachers were leaving, from where teachers were leaving, and how much money was
walking out the door each time a teacher left” (p. 91). The degree to which HCPS collects these
data and analyzes them is unclear.
Duke (2015) further observed that “allowing low-performing schools to select teachers
from the candidate pool before other district schools can be an important advantage” as can
signing bonuses and salary enhancements (p. 203). HCPS has implemented both practices. So,
knowing more about the degree to which these practices are related to teacher retention may
provide insight into the effectiveness of these practices.
Applicant review and communication processes. The check box on the application for
indication of interest in teaching in a low-performing school was a good strategy. Further
research is needed to identify barriers that contribute to losing applicants due to lack of, or
inconsistency of, communication from the principal, designated school staff, or HR personnel.
Engel and Finch (2015) found that principals in higher achieving schools networked more to find
candidates, but principals in lower achieving schools relied more on hiring resources provided by
the district. Thus, identifying strategies to enhance communication with potential applicants of
interest is important.
System change/strategic problem-solving. Working with the AppliTrack system
contributed to solving the problem of filling teaching vacancies, but information research,
management, and dissemination took a lot of time and effort. This left me thinking about time
needed for more ‘strategic’ problem solving around the issue of teacher retention. Barnes et al.
(2007) found that teacher retention has “the greatest potential for a high return on investment,
both in terms of money and school performance” (p. 93). Teacher recruitment is insufficient for
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maintaining quality teachers in high-poverty schools, and the district needs to know more about
the relationship between its recruitment processes and teacher retention.
Reflection on Lessons Learned
I believe the most supportive HR Partners are the ones who have been principals. And,
those who were principals for high-poverty, turnaround schools better related to the challenges
these principals face day to day. As I reflect on my journey with the two schools in this study,
there were many occasions, in my conversation with the principals, that I knew from personal
experience what they were going through and the challenges they were facing. Both knew that I
had been a principal who had worked in a setting like theirs. There were many times we talked
and shared war-stories (crazy things that happened) in our schools. They opened up to me and
shared their frustrations with things they were experiencing inside and outside the realm of
human resources. These were treasured conversations. I was their confidante. I was a safe place
for them to fall. I was there for them, and it was by my design.
What I mean in “by my design” is that I professionally purposed to be there for them as I
was with all my other principals. I remembered walking in their shoes and not having anyone to
talk to or to share my concerns. Most of my career as a principal, I did not have an HR Partner.
Our district implemented them a couple of years before I became one. Being accessible and
available to principals was something I took pride in. A person who has not walked in their shoes
can do a great job but would not be able to truly understand the pressure, frustration, or the
myriad of issues that confront them daily.
I believe I was successful in supporting the schools in this study. The previous year
School 1 started the year with over 10 vacancies and School 2 had over five. In the year working
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with these schools, School 1 had two vacancies at the conclusion of the study, and School 2 did
not have any. Both were in good vacancy shape.
This study has affirmed for me the importance of school districts developing teacher
recruitment and hiring strategies specifically for high-poverty, low-performing schools. To do
this, sufficient time must be allocated for planning and ensuring access to the right resources for
hiring. At the same time, as noted by Kutash, Nico, Gorin, Rahmatullah, and Tallant (2010),
districts must “build their human resources management capacity” (p. 5). The particular needs of
these schools and the contexts in which the principals work need to be well understood in order
to identify human resources practices that best fit these schools.

112

REFERENCES

Barnes, G., Crowe, E., & Schaefer, B. (2007). The cost of teacher turnover in five school
districts: A pilot study. Washington, DC: National Commission on Teaching and
America's Future. Retrieved from https://eric.ed.gov/?id=ED497176
Baskin, M., Ross, S., & Smith, D. (1996). Selecting successful teachers: The predictive validity
of the urban teacher selection interview. The Teacher Educator, 32(1) 1-21. doi:
10.1080/08878739609555127
Behrstock, E., & Coggshall, J. G. (2009). Key issue: Teacher hiring, placement, and assignment
practices. Washington, DC: National Comprehensive Center for Teacher Quality.
Retrieved from https://eric.ed.gov/?id=ED543675
Bess, G., King, M., & LeMaster, P. L. Process evaluation: How it works. American Indian and
Alaska Native Mental Health Research Journal, 11(2), 109-120.
doi:10.5820/aian.1102.2004.109
Bolz, A. J. (2009). Screening teacher candidates: Luck of the draw or objective selection?
[Doctoral dissertation, University of Wisconsin, Madison]. ProQuest Dissertations &
Theses Global. Retrieved from https://search.proquest.com/dissertationstheses/screening-teacher-candidates-luck-draw-objective/docview/305034510/se2?accountid=14745

113

Bredeson, P. V. (1985). The teacher screening and selection process: A decision making model
for school administrators. Journal of Research on Development in Education, 18(3), 815. Retrieved from https://eric.ed.gov/?id=ED235560
Cannata, M., Rubin, M., Goldring, E., Grissom, J. A., Neumerski, C. M., Drake, T. A., &
Schuermann, P. (2017). Using teacher effectiveness data for information-rich
hiring. Educational Administration Quarterly, 53(2), 180-222. doi:
10.1177/001361X16681629
Charmaz, K. (2006). Constructing grounded theory: A practical guide through qualitative
analysis. Thousand Oaks, CA: SAGE Publications.
Clement, M. C. (2009). Hiring highly qualified teachers begins with quality interviews. Phi
Delta Kappan, 91(2), 22-24. doi:10.1177/003172170909100205
Clement, M. C. (2013). Hiring good colleagues: What you need to know about interviewing new
teachers. The Clearing House: A Journal of Educational Strategies, Issues and
Ideas, 86(3), 99-102. doi:10.1080/00098655.2013.769930
Clement, M. (2015). 10 steps for hiring effective teachers. Thousand Oaks: CA, Corwin.
Corbin, J., & Strauss, A. (2008). Basics of qualitative research: Techniques and procedures for
developing grounded theory. Thousand Oaks, CA: SAGE Publications. doi:
10.4135/9781452230153
Donaldson, M. L., & Papay, J. P. (2015). An idea whose time had come: Negotiating teacher
evaluation reform in New Haven, Connecticut. American Journal of Education, 122(1),
39-70. doi:10.1086/683291
Duke, D. (2015). Leadership for low-performing schools: A step-by-step guide to the school
turnaround process. Lanham, MD: Rowman & Littlefield.

114

Ebmeier, H. (2006). Interactive computer interviewing system technical manual. Olathe, KS:
American Association of School Personnel Administrators. Retrieved from
http://www.people.ku.edu/~howard/ICIS.html
Ebmeier, H. & Ng, J. (2005). Development and field test of an employment selection instrument
for teachers in urban school districts. Journal of Personnel Evaluation in
Education, 18(3), 201-218. Retrieved from https://eric.ed.gov/?id=EJ748185
Ebmeier, H., Dillon, A., & Ng, J. (2007). Employment selection instruments—what we have
learned from ten years of research. A paper presented at Annual Conference of the
American Association of School Personnel Administrators (AASPA). Kansas City, KS.
Retrieved from
www.people.ku.edu/~howard/ICIS%20Material/ICIS%20Related%20Documents%20for
%20Web%20Site/What%20Research%20Says%20About%20Employment%20Interview
s%208.pdf
Engel, M. (2013). Problematic preferences? A mixed method examination of principals’
preferences for teacher characteristics in Chicago. Educational Administration Quarterly,
49(1), 52-91. doi:10.1177/0013161X12451025
Engel, M. & Finch, M. A. (2015). Staffing the classroom: How urban principals find teachers
and make hiring decisions. Leadership and Policy in Schools, 14(1), 12-41. doi:
10.1080/15700763.2014.983131
Feldman, A. (2007). Teachers, responsibility and action research. Educational Action
Research, 15(2), 239-252. doi:10.180/09650790701214809
Feldman, A., Altrichter, H., Posch, P., & Somekh, B. (2018). Teachers investigate their work: An
introduction to action research across the professions. London, England: Routledge.

115

Florida Department of Education. (2018). School Grades. Retrieved from:
http://fldoe.org/accountability/accountability-reporting/school-grades/
Frontline Technologies AppliTrack [Handout]. (n.d.). Tampa, Florida: n.p.
Glasow, A. (2018). Improvement begins with I. Retrieved from
https://www.goodreads.com/quotes/452606-improvement-begins-with-i
Gimbert, B., & Chesley, D. (2009). Predicting teacher success using teacher selection practices
and classroom performance assessment. Journal of School Leadership, 19(1), 49-81.
Retrieved from https://eric.ed.gov/?id=EJ916068
Haberman, M. (1991). The pedagogy of poverty versus good teaching. Phi Delta Kappan, 73(4),
290-294. Retrieved from https://www.kappanonline.org/the-pedagogy-of-poverty-versusgood-teaching/
Haberman Educational Foundation. (n.d.) Star teacher prescreener. Retrieved from:
https://habermanfoundation.org/evaluation-tools/star-teacher-prescreener/
Haberman Educational Foundation. (2002, October 15). Research based teacher selection: An
overview of the Haberman star teacher interview. Houston, TX: Author. Retrieved from
www.lausd.k12.ca.us/lausd/committees/hrc/pdf/1002.haberman
Haberman, M., Gillette, M., & Hill, D. (2017). Star teachers of children in poverty. London,
England: Taylor and Francis.
Hakel, M. D., Anderson Koenig, J., & Elliott, S. W. (Eds.). (2008). Assessing accomplished
teaching: Advanced-level certification programs. Committee on Evaluation of Teacher
Certification by National Board for Professional Teaching Standards. Washington, DC:
National Academies Press. doi:10.17226/12224

116

Herr, K., & Anderson, G. L. (2015). The action research dissertation: A guide for students and
faculty. Thousand Oaks, CA: SAGE Publications.
Hill-Jackson, V., & Stafford, D. (2017). Better teachers, better schools: What star teachers
know, believe, and do. Charlotte, NC: Information Age Publishing.
Hill-Jackson, V., Stafford, D., James, M., & Hartlep, N. (2018). The white paper: How to hire
the best school leaders using Martin Haberman’s protocols for selecting “Star” teachers
and principals. Houston, TX: The Haberman Educational Foundation, Inc. Retrieved
from https://habermanfoundation.org/the-white-paper/
Hillsborough County Public Schools. (2018). Strategic Plan 2015-2020. Retrieved from
http://www.sdhc.k12.fl.us/docs/00/00/16/04/Updated_Strategic_Brochure_4_19_18x.pdf
Hillsborough County Public Schools. (2018a). Title I Schools. Retrieved from
http://www.sdhc.k12.fl.us/doc/list/federal-programs-title-i/about/43-207
Hillsborough County Public Schools. (2018b). Achievement Schools. Retrieved from:
http://www.sdhc.k12.fl.us/doc/2235
Hitt, D. H., Robinson, W., & Player, D. (2018). District readiness to support school turnaround:
A guide for state education agencies and districts (2nd ed.). [The Center on School
Turnaround at WestEd]. San Francisco, CA: WestEd. Retrieved from
https://files.eric.ed.gov/fulltext/ED593091.pdf
Holloway, J. (2011). Book review: Reflexive methodology – new vistas for qualitative research
(2nd ed.) by Mats Alvesson and Kaj Skoldberg (2009). London, England: SAGE
Publications. Management Learning, 42(1), 113-116. doi:10.1177/1350507610391379

117

Hughes, T. R. (2014). Hiring at risk: Time to ensure hiring really is the most important thing we
do. International Journal of Educational Leadership Preparation, 9(1). Retrieved from
https://eric.ed.gov/?id=EJ1024111
Ingersoll, R., Merrill, L., & Stuckey, D. (2014). Seven trends: The transformation of the teaching
force. Consortium for Policy in Education. Retrieved from
http://repository.upenn.edu/cpre_researchreports/79
Ingersoll, R., & Perda, D. (2010). Is the supply of mathematics and science teachers
sufficient? American Educational Research Journal, 47(3), 563-594. doi:
10.3102/0002831210370711
Jabareen, Y. (2009). Building a conceptual framework: Philosophy, definitions, and procedure.
International Journal of Qualitative Methods, 8(4), 49-62. doi:
10.1177/160940690900800406
Jacob, B. A. (2007). The challenges of staffing urban schools with effective teachers. The Future
of Children, 17(1), 129-153. doi:10.1353/foc.2007.0005
Kannapel, P. J., & Clements, S. K. (2005). Inside the black box of high-performing high poverty
schools. A report from the Prichard committee for academic excellence. Lexington,
KY. Retrieved from http://www.prichardcommittee.org/wpcontent/uploads/2013/02/Inside-the-Black-Box.pdf
Kutash, J., Nico, E., Gorin, E., Rahmatullah, S., & Tallant, K. (2010). The school turnaround
FIELD GUIDE. [Report commissioned by The Carnegie Corporation of New York and
The Wallace Foundation]. Boston, MA: FSG Social Impact Advisors. Retrieved from
https://www.wallacefoundation.org/knowledge-center/Documents/The-SchoolTurnaround-Field-Guide.pdf

118

Lichtman, M. (2013). Qualitative research in education: A user's guide. Los Angeles, CA:
SAGE Publications.
Lynch, M. (2012). Recruiting, retaining, and fairly compensating our teachers. International
Journal of Progressive Education, 8(2), 121-135. Retrieved from
https://eric.ed.gov/?id=EJ970349
Lyng, S. J. (2009). Hiring certified teachers: A qualitative study of the experience and practice
of high school principals in a midwestern state. [Doctoral Dissertation, Purdue
University]. ProQuest Dissertations & Theses Global. Retrieved from
https://search.proquest.com/dissertations-theses/hiring-certified-teachers-qualitativestudy/docview/304989042/se-2?accountid=14745
Marshall, D., & Scott, M. (2015). Urban teacher residencies: Indicators of successful
recruitment. New Waves-Educational Research & Development, 18(2), 29-39. Retrieved
from https://eric.ed.gov/?id=EJ1211431
Mason, R., & Schroeder, M. (2010). Principal hiring practices: Toward a reduction of
uncertainty. Clearing House, 83(5), 186-193. doi:10.1080/00098650903583727
Maxwell, J. A. (2013). Qualitative research design: An interactive approach (3rd ed.). Thousand
Oaks, CA: SAGE Publications.
Merriam, S. B., & Tisdell, E. J. (2016). Qualitative research: A guide to design and
implementation. San Francisco, CA: Jossey-Bass/A Wiley Brand.
Metzger, S. & Wu, M. (2008). Commercial teacher selection instruments: The validity of
selecting teachers through beliefs, attitudes and values. Review of Educational Research,
78(4), 921-940. doi:10.3102/0034654308323035

119

Milanowski, A. T., Longwell-Grice, H., Saffold, F., Jones, J., Schomisch, K., & Odden, A.
(2009). Recruiting new teachers to urban school districts: What incentives will
work? International Journal of Education Policy and Leadership, 4(8), 1-13. Retrieved
from https://eric.ed.gov/?id=EJ898889
Natter, L. F., & Kuder, J. M. (1983). The hiring of teachers: What principals prefer. Small School
Forum, 4(3): 12-14. Retrieved from https://eric.ed.gov/?q=EJ281663
Novotny, M. (2009). The relationship between TeacherInsight scores and professional
development and appraisal system domain scores [Unpublished doctoral dissertation].
University of North Texas, Denton, TX. Retrieved from
https://digital.library.unt.edu/ark:/67531/metadc9835/
Oberg, A., & McCutcheon, G. (1987). Teachers’ experience doing action research. Peabody
Journal of Education, 64(2), 116-127. doi:10.1080/01619568709538554
Oestreich II, T. A. (2016). A study of the effectiveness of the Applitrack teacherfit hiring
selection tool when compared with a teacher’s summative evaluation. [Doctoral
Dissertation, Indiana University]. ScholarWorks. Retrieved from
https://scholarworks.iu.edu/dspace/handle/2022/21227
Orange County Public Schools. (2020). About Us. Retrieved from
https://www.ocps.net/about_us
Orange County Public Schools. (2020). District Organization Chart. Retrieved from
https://www.ocps.net/UserFiles/Servers/Server_54619/File/Frequently%20Updated%20D
ocuments/org%20charts.pdf
Pappano, L. (2010). Inside school turnarounds: Urgent hopes, unfolding stories. Cambridge,
MA: Harvard Education Press.

120

Patton, M. Q. (2015). Qualitative evaluation and research methods. Thousand Oaks, CA: SAGE
Publications.
Peterson, K. D. (2002). Effective teacher hiring: A guide to getting the best. Alexandria, VA:
Association of Supervision and Curriculum Development (ASCD).
Petty, T. M., Fitchett, P., & O’Connor, K. (2012). Attracting and keeping teachers in high-needs
schools. American Secondary Education, 40(2), 67-88. Retrieved from
https://eric.ed.gov/?id=EJ986836
Pinellas County Schools. (2019). Facts at a Glance. Retrieved from https://www.pcsb.org/
Page/650
Pinellas County Schools. (2020). Transformation Zone. Retrieved from https://www.pcsb.
org/Domain/7197/
Place, A. W., & Drake, T. L. (1994). The priorities of elementary and secondary principals for
the criteria used in the teacher selection process. Journal of School Leadership, 4(1): 8793. Retrieved from https://eric.ed.gov/?q=EJ475858
Podolsky, A., Kini, T., Bishop, J., & Darling-Hammond, L. (2017). Sticky schools: How to find
and keep teachers in the classroom: To improve teacher recruitment, performance, and
retention, education policymakers should consider five proven strategies. Phi Delta
Kappan, 98(8), 19-25. doi:10.1177/0031721717708290
Ponterotto, J. G. (2006). Brief note on the origins, evolution, and meaning of the qualitative
research concept thick description. The Qualitative Report, 11(3), 538-549. Retrieved
from https://nsuworks.nova.edu/tqr/vol11/iss3/6/

121

Opper, I. M. (2019). Teachers matter: Understanding teachers’ impact on student achievement.
Santa Monica, CA: Rand Corporation. Retrieved from
https://www.rand.org/pubs/research_reports/RR4312.html
Reik, M. (2007). An examination of concurrent validity of the interactive computer interview
system (ICIS) using communication arts and math achievement on the Missouri
assessment program (MAP) as the outcome measure (Doctoral Dissertation, University
of Kansas). ProQuest Dissertations & Theses Global. Retrieved from
https://search.proquest.com/dissertations-theses/examination-concurrent-validityinteractive/docview/304858910/se-2?accountid=14745
Reininger, M. (2012). Hometown disadvantage? It depends on where you’re from: Teachers’
location preferences and the implications for staffing schools. Educational Evaluation
and Policy Analysis, 34(2), 127-145. doi:10.3102/0162373711420864
Ritchie, J., Lewis, J., Nicholls, C. M., & Ormston, R. (2013). Qualitative research practice: A
guide for social science students and researchers. Thousand Oaks, CA: SAGE
Publications, Inc.
Rockoff, J., Jacob, B., Kane, T., & Staiger, D. (2011). Can you recognize an effective teacher
when you recruit one? Education Finance and Policy, 6(1), 43-74.
doi:10.1162/EDFP_a_00022
Ronfeldt, M., Loeb, S., & Wyckoff, J. (2013). How teacher turnover harms student achievement.
American Educational Research Journal, 50(1), 4-36. doi:10.3102/0002831212463813
Rothman, R. (2004, January/February). Landing the “highly qualified teacher.” Harvard
Education Letter. Retrieved from www.edletter.org/past/issues/2004-jf/hiring.shtml

122

Rubin, A., & Babbie, E. (2001). Research methods for social work (4th ed.). Belmont, CA:
Wadsworth Publishing Company.
Rutledge, S., Harris, D., Thompson, C., & Ingle, W. (2008). Certify, blink, hire: An examination
of the process and tools of teacher screening and selection. Leadership and Policy in
Schools, 7(3), 237-263. doi:10.1080/15700760701822132
Sagor, R. D. (2000). Guiding school improvement with action research. Alexandria, VA:
Association for Supervision and Curriculum Development (ASCD).
Saldaña, J. (2013). The coding manual for qualitative researchers. Thousand Oaks, CA: SAGE
Publications.
Schneider, M. (2012). TeacherInsight and the selection and hiring of bilingual speakers of
English. TESOL Journal, 3(4), 639-658. doi:10.1002/tesj.37
Schwartz-Shea, P., & Yanow, D. (2011). Interpretive research design: Concepts and processes.
New York, NY: Routledge.
Smith, G. G. (2005). Screening teachers and substitute teachers: Best methods for use in
prescreening applicants to predict post-employment success. SubJournal, 6(1), 17-27.
Retrieved from https://files.eric.ed.gov/fulltext/ED491887.pdf
Stronge, J. H. (2007). Qualities of effective teachers (2nd ed.). Alexandria, VA: Association for
Supervision and Curriculum Development (ASCD).
Stronge, J. H., & Hindman, J. L. (2006) The teacher quality index: A protocol for teacher
selection. Alexandria, VA: Association for Supervision and Curriculum Development
(ASCD).
Sutcher, L., Darling-Hammond, L., & Carver-Thomas, D. (2016). A coming crisis in teaching?
Teacher supply, demand, and shortages in the United States. Palo Alto, CA: Learning

123

Policy Institute. Retrieved from https://learningpolicyinstitute.org/product/coming-crisisteaching
The New Teacher Project. (2018a, July 7). About us. Retrieved from https://tntp.org/about-tntp
The New Teacher Project. (2018b, July 7). Hiring. Retrieved from https://tntp.org/teacher-talenttoolbox/explore/hiring
Tooms, A., & Crowe, A. (2004). Hiring good teachers: The interview process. Principal,
(November/December). Retrieved from
https://www.naesp.org/sites/default/files/resources/2/Principal/2004/N-Dp50.pdf
Villegas, A., & Irvine, J. (2010). Diversifying the teaching force: An examination of major
arguments. The Urban Review, 42(3), 175-192. doi:10.1007/s11256-010-0150-1
Waddell, J., & Marszalek, J. (2018). Haberman STAR teacher interview as a predictor of success
in urban teacher preparation. Education Policy Analysis Archives, 26 (35), 7. Retrieved
from https://eric.ed.gov/?id=EJ1173549
Waddell, J. & Ukpokodu, O. (2012). Recruiting & preparing diverse urban teachers: One urbanfocused teacher education program breaks new ground. Multicultural Education, 20(1),
15-22. Retrieved from https://files.eric.ed.gov/fulltext/EJ1014823.pdf
Wheat, T. (2013). An analysis of the concurrent validity of the interactive computer interview
system as defined by student achievement on the Kansas state assessments [Doctoral
dissertation, University of Kansas]. ProQuest Dissertations & Theses Global. Retrieved
from https://search.proquest.com/dissertations-theses/analysis-concurrent-validityinteractive-computer/docview/1420345314/se-2?accountid=14745

124

Xia, J., Izumi, M., & Gao, X. (2015). School process and teacher job satisfaction at alternative
schools: A multilevel study using SASS 2007–08 data. Leadership and Policy in
Schools, 14(2), 167-203. doi:10.1080/15700763.2014.997935

125

APPENDIX A. CODING EXAMPLE
Table A1
Example of Data Coding
Date

Activity
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Quest
ion

Theme
Select.
Instru.

Theme
Tea.
Recrui
t

Theme
Interv.
/Tea.
Select.
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Data
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orator
y/Facil
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School
Suppo
rt

Info.,
Reseac
h,
Manage
., &
Dissemi
nation

7/30/2019

E1 - Sent principal 3
active applicants.
Two for speech and
the other for
kindergarten.

1

Yes

Yes

7/31/2019

A - At my elementary
school, I stopped by
to talk with the
speech applicant.

3

Yes

Yes

7/31/2019

E1 - The principal
asked me to get the
kindergarten
applicant in asap.

1

Yes

7/31/2019

A - I called to check
on my middle school.
All of her positions
are filled. She is
really happy.

1

Yes

Yes

7/31/2019

R - My middle school
principal had 2
applicants to choose
between to fill her last
vacancy. I gave her
the info she needed in
her email. She is in
good shape.
E2 - The principal
email me about an
applicant's eligibility.

1

Yes

Yes

1

Yes

Yes

7/31/2019

Yes

126

Proble
msolving
/
System
change

Table A1 (continued)
7/31/2019

R - When I did some
research on her I
found out that she had
not filled out an
application to the
district. When I
looked in our
applicant system, I
discovered that 3
applicants had
requested interviews
for the position. I
forwarded the
applicants' info to the
principal and her
secretary so they
could arrange
interviews. The
principal was pleased
that all of their vacant
positions would have
at least a sub in them
on the first day of
school and that the
subs would be able to
attend the first 6 days
of preplanning at the
school.

1

Yes

Yes

127
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